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ABSTRACT

The purpose of this study was twofold.

It was de

signed to test the hypotheses concerning the effect of
technological change upon employees' attitudes in a Viet
namese banking institution, and to compare the results of
this study with those found in a similar study done in the
United States.

r

In order to achieve the first purpose of this study,
the following hypotheses were analyzed:
Hypothesis 1^. Acceptance of change is not positively
related to the degree of job commitment by employees.
Hypothesis 1_. Acceptance of change is not positively
related to the job adaptability of employees.
Hypothesis .3. Acceptance of change is not positively
related to employees' aspirations for promotion or status,
responsibility, and variety in their job.
The results of the test of these hypotheses were com
pared with those found in a similar study done in this
country.

The second purpose therefore was met.

Secondary literature was utilized in reviewing se
lected research related to the effect of technological
change.

Secondary literature was also used in discussing

specific aspects of Vietnamese culture which may influence
employee attitudes toward change.

Interview, correspondence,

and public documents served as the main sources for the de
scription of the organizational setting of the study.
Finally, a questionnaire was used to gather data needed
for the hypothesis testing phase of this investigation.
The survey instruments consisted of a biographical data
sheet and 36 questions.

Two hundred and twenty-six non-

supervisory employees working at a Vietnamese banking in
stitution participated in this study.
The statistical method used to evaluate the data
obtained in this study was the analysis of variance.

The

chi-square test, which determined the goodness of fit, was
utilized when results of the two studies were compared.
The "table comparison" method was also used when necessary
data were not available.
Results from the test of the hypotheses and the com
parison of data obtained in the two studies provided the
following conclusions:
1.

There was some support for the proposition that

the culture does affect employees1 attitudes toward change.
2.

A positive relationship between employees’

formal education and their attitudes toward change existed.
3.

A positive assurance that there was a relation

ship between the degree of submissiveness of employees and
their acceptance of change.
4.

Employees would show favorable attitudes toward

change when the result of change provided a positive re
sponse to their need.
xi

Two implications derived from the results of this
study were suggested.

First, with regard to the management

of change in a cross cultural setting, one may expect some
resistance from people in the traditional society when new
ideas or innovative techniques are introduced.

Second,

selected effects of change should be emphasized if certain
groups of employees are to be motivated to accept the
change.

This implication may be especially important to

Vietnamese managers.
Further research was recommended.

Due to the chang

ing nature of human attitudes, it was suggested that simi
lar research should be conducted in other organizations on
a recurrent basis.
this study.

Results may reinforce the findings of

CHAPTER I

INTRODUCTION
Technological change in the form of utilization of
the computer in business may be at the maturity stage in
the United States today.

Howeven, in Vietnam, computer

utilization is still at the introductory level.

Besides

several small scale computer systems used in some
private and public organizations in recent years,'*' there
are three large scale computer systems operating in South
Vietnam today.

The first one is located at the headquar

ters of the Armed Forces of the Republic of Vietnam.

This

system provides military authority information related to
personnel background, unit, and location of more than one
million of men and women under arms.

The second system,

brought in by Pacific Engineers and Architects Corporation,
an American company specializing in road and bridge build
ing, is still in operation but its main function now is to
provide services to companies which do not have computer
facilities.

The third system installed in the National

Bank of Vietnam is the subject of this investigation and

"Visit IBM Computer Facilities," Finance and
Economy Weekly, No. 8 (Saigon: Chamber of Commerce and
industry, 19^4), pp. 41-44.

will be discussed further in the following chapters.
It is believed that most of these computing machines
were not ready to operate fully until early Spring of 1970
or at a later time.

Information on the effects of this

type of technological change therefore is not available.
This research attempts to assess employees' reac
tions to technological change in the wake of the installa
tion of an IBM 360/20 computer in the National Bank of
Vietnam.

It will also make a comparative analysis with

similar research done in the United States.
PURPOSE OF THE STUDY
In order to carry out this research, two primary
purposes were established:
1.

To test hypotheses concerning the effects of

technological change upon the behavior of employees in the
National Bank of Vietnam.
Three preliminary stages were necessary to achieve
this purpose:
a) Describe the present role and functions of the
computer in the National Bank of Vietnam;
b) Determine and describe the areas affected and
unaffected by the computer system; and
c) Develop hypotheses.
2.

To compare the results of this study with those

found by other researchers, primarily Trumbo,

2

who have

studied similar situations in the United States.
In order to achieve this second purpose, the follow
ing conditions were required:
a) The method of study in the two investigations
should be as close as possible.

Due to the

difference of cultures between Vietnam and
the United States, some modifications in tech
nique of data collection and questionnaire
design were required;
b) Similar techniques of data analysis were also
needed if results are to be compared; and
c) Additional tools of data analysis were added
to help differentiate the underlying factors
affecting individual behavior in this research
from those found in similar studies done in
the United States.
SCOPE OF THE STUDY
Although this study tries to analyze employees1
reactions to technological change in the National Bank of
Vietnam, only the departments affected by the IBM 360/20
2

Don A. Trumbo, "Individual and Group Correlates of
Attitudes toward Work-Related Change," Studies in Organiza
tional Behavior and Management, ed. Donald Porter ana
Philip B. Applewhite (Scranton, Pa.: International TextBook Co., 1968), pp. 605-619.

computer were part of the study.

Affected departments were

determined by interviews with officials fami-liar with the
use of the computer at the National Bank.

Although the

sample of 226 employees that work in the computer affected
areas does not truly represent every part of the organiza
tion with a total population of 1,600, the diversified
backgrounds of these employees in terms of economic needs,
education, age, and sex reflect the common characteristics
of the workers in the banking unit.
As a direct survey of management was not feasible,
this investigation focused on employees only.
LIMITATIONS OF THE STUDY
This research concentrates on the investigation of
employees' reactions to the present computer system in the
National Bank of Vietnam.

Due to the time lapse between

the time of the computer installation and the computer
being placed in full operation, a significant limitation
was the difficulty in determining the actual behavior of
employees during that interval.

Another limitation asso

ciated with a study of this nature is the reliability of
information given by employees and possible bias resulting
from questionnaires constructed by the researcher, as well
as questionnaires duplicated from other researchers.
Finally, there is no reliable literature on technological
change in Vietnam.

As a result, this research should be

5

considered as somewhat preliminary and exploratory in
nature.
JUSTIFICATION OF THE STUDY
It has been recognized that many studies on the
effects of technological change have been performed in the
United States.
place,

A few comparative studies have also taken

but no research of this type has been conducted in

Vietnam.
This unique study not only helps Vietnamese manage
ment deal more effectively with their employees in the
situation where technological change is needed, but also
provides data for a comparison of factors influencing indi
vidual behavior toward technological change between differ
ent societies.

This, of course, will contribute more

knowledge to the field of the management of change.
STATEMENT OF HYPOTHESES
Based on a study done by Trumbo,^ and the effects of
cultural factors anticipated in this investigation, the
following null hypotheses were developed:
1.

Acceptance of change is not positively related

"Effects of Mechanisation and Automation in Offices,"
International Labour Review (Geneva: International Labour
0F£ice,"" 1960), Vo 1'."“LXXXr, No. 2, 3, 4.
^Trumbo, op. cit., pp. 605-619.
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to the degree of job commitment by the employees.
Job commitment^ includes the length of service,
social relationship among members, economic needs of the
individual, and the age of employee.
The negative relationship between the job commitment
category and the acceptance of change is predicted because
of the assumption that persons who have a long record of
working in the same department, knowing all procedures and
aspects of theii\Jobs, will be strongly against change of
any kind.

By the same token, if one has good social rela

tionships with his fellow employees, he will not enthusias
tically welcome the idea of change for fear of breaking
this link.

Moreover, an older employee who thinks that he

cannot learn new skills which are required by new tech
nology will certainly have unfavorable reactions.

Finally,

faced with a tight job market, an employee considered to be
the main "breadwinner" will be strongly against the change
if he thinks the change might lead him to an uncertain
future.
2.

Acceptance of change is not positively related

to the job adaptability of employees.
In Trumbo's study,^

the job adjustment category

5Don A. Trumbo used the term "job investment" to
include employee’s identification with the work force, the
economic need for the job, and the length of service with
the company. Age and sex were used as indicators of dif
ference in job involvement.
^Trumbo, op. ci't., p. 609.

includes education level of employee, his test score, and
freedom from job anxiety.

The term "job adaptability" used

in this investigation consists of employee's education and
training, concept of authority, and sex.

The effects of

the employee's sex and his concept of authority are ex
pected to be heavily influenced by the culture.
The positive relationship between job adaptability
and the acceptance of change is predicted based on the
assumption that persons with high education and additional
training might not be so upset with the technological
change because of their confidence in their capability to
adjust to any situation which arises.
On the other hand, change might not derive much
resistance from the people who still identify with certain
values such as the absolute obedience and respect for
authority and the submissive role of women in the society.
These ideas appear to be unacceptable and unimpor
tant to many scholars whose thoughts are included in this
study, but they are crucial in assessing the behavior of
employees in the National Bank of Vietnam.
3.

Acceptance of change is not positively related

to the employees' aspirations for promotion, status, responsibility, and variety in their jobs.
7

Don A. Trumbo, "An Analysis of Attitudes toward
Change Among the Employees of an Insurance Company" (un
published Ph.D. Dissertation, Michigan State University,
1958), pp. 46-49.

The positive relationship between job advancement
and the acceptance of change is predicted based on the
assumption that persons who have ambition for advancement,
and desire for more status and responsibility, will consider
change as the best opportunity for them to realize their
ambitions.

Along this line of reasoning, people who are

tired of doing repetitious work will be happy to see change
occur.
RESEARCH DESIGN
This section is divided into two parts.

First, the

concepts used are defined; second, the research instruments
and methods of data collection are briefly described.
Definitions of Concepts Used
a) Technological change:

This concept refers to the

technological progress in the use of machinery in
industry.

In this study, it is the installation of

an IBM computer in the National Bank of Vietnam.
b) Behavioral change:

This concept indicates a change

in individual behavior resulting from the utiliza
tion of the computer to affect the job usually done
by employees.
c) Culture:

This concept refers to the collective name

for all behavior patterns socially acquired and
socially transmitted by means of symbols.

Variables

related to any specific culture are knowledge, ideas,

beliefs, values, standards, and sentiment prevalent
in the group or society.
Techniques of Data Collection
The primary tools of data collection for this study
include library research, interviews, correspondence, and
a questionnaire survey.

The complete questionnaire survey

is presented in Appendix A.
PREVIEW
Library research, mostly in the United States, was
used in Chapter II which reviews the previous studies on
the effects of technological change.

As mentioned in the

introductory section, no known study of this type has been
conducted in Vietnam, therefore Chapter II covers only im
portant studies done in the United States which are rele
vant to the present investigation.

Because of the antici

pated effects upon workers, a description of selected
aspects of the Vietnamese culture based on library research
is provided in Chapter III.

Interviews with officials

familiar with the use of the computer at the National Bank,
correspondence with the department of administration, and
documents provided by the Bank are main sources of the
material in Chapter IV.

This chapter describes the organi

zational setting of the investigation.

Chapter V presents

the results of the test of hypotheses based on the data
gathered by questionnaire survey among the employees in
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the computer department and computer affected areas.

Chap

ter VI compares and interprets the results found in two
investigations.

Finally, in Chapter VII, conclusions re

lated to this study and recommendations for further research
are offered.

CHAPTER II

REVIEW OF LITERATURE
Technological change and its effects upon employee
behavior have been discussed for years.

A complete survey

of literature is obviously not feasible; instead* a summary
of important studies relevant to this investigation is pre
sented.
There are three common assumptions which social
scientists have made in their research:
1.

Employees resist change primarily because of a

lack of confidence in the outcome of the change.
2.

Employees resist change due to the inadequate

communication and lack of participation in planning and
executing the program of change.
3.

Employees accept or reject change based on their

perception of the results of change with respect to their
needs and wants.
Research and literature related to this study are
reviewed and grouped according to the assumptions listed
above, therefore they are not necessarily in chronological
prder.

11
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RESISTANCE TO CHANGE DUE TO THE LACK
OF CONFIDENCE IN THE OUTCOME OF CHANGE
In discussing the effects of technological change,
one often refers to the impacts of the mechanization and
automation on office work through the use of computers.

In

general, the introduction of a new work method, or the in
stallation of a new type of machine, has similar impacts
upon employee behavior.

Literature reviewed in this chap

ter therefore can be extended to include important studies
related to other kinds of change as well.
There is nothing new about resistance to change or
about attempts to explain it.

In the early nineteenth cen

tury, the British hand loom weavers did their best to re
sist the introduction of power looms.

Those working with

machinery in the factories also opposed the installation of
Q

new types of machines.

This phenomenon has been explained

as resulting from fear of unemployment or layoff, a real
threat to survival at the time.

But today, when various

types of fringe benefits are provided, the problem of sheer
survival is minimized.

However, resistance to technologi

cal change still exists, therefore more sophisticated ex
planations are needed.
According to Sayles and Strauss, besides the fear
of unemployment and layoff, the inconvenience, uncertainty,
O
Michael Stewart, "Resistance to Technological Change
in Industry," Human Organization, XVI, No. 3 (1957), 36-39.

13

and disruption in interpersonal relationships are major
effects which employees thought a technological change would
bring about.®

Indeed, these types of concerns in some cases

are based on facts, but in others are not true.
As to the problem of unemployment, Earnest Dale re
ported in a study that since the computer was installed in
the subject company, there has been a 3.1 percent gain in
white collar employment as a whole and 3.9 percent gain in
the clerical portion ofwhite collar employment.*®
Rejecting the fear that computer application might
result in mass unemployment, Hunt and Newell wrote:
. . . [People seem to] overlook the fact that tech
nology has been traditionally a job creator and thus
the fear based uponthe computer causing mass unemploy
ment may be largely unfounded.11
Turning to the fear of layoffs, findings from a num
ber of studies showed that although Electronic Data Process
ing makes many employees redundant, there are few layoffs.
Several examples of these results follow.
In an attempt to investigate the effects of automa
tion in 20 offices in the San Francisco Bay area, the
Bureau of Labor Statistics found that among 2,800 employees
Q
Leonard Sayles and Georges Strauss, Human Behavior
in Organization (Englewood Cliffs, N.J.: Prentice-Hall,
Inc.,1966), pp. 303-307.
10

Earnest Dale, The Impact of Computer on Management
(unpublished manuscript), p. 47.
**James G. Hunt and Paul F. Newell, "Management in the
1980's Revisited," Personnel Journal, Vol. L, No. 1 (Jan.
1971), 42.

14

reported to be affected by change, only 13 have been dis
charged, and 9 layoffs during the year following the con
version to Electronic Data Processing and the half year
preceding it.

12

The normal attrition such as retirements,

deaths, leaves of absence, and leaving the job to become
housewives or mothers accounted for a great amount of turn
over among employees in those offices.
The effects of normal attrition on the problem of
employee redundancy is also shown by the results of a study
conducted by H. F. Craig.

It was found that in the year

immediately preceding the conversion to Electronic Data
Processing, the rate of clerical turnover in the affected
units of an insurance company was 15 percent, and in the
year before that, the rate of turnover was 21 percent.

It

was also reported that over the four year conversion period,
the number of jobs in the affected units declined 30 per
cent from the original total of 529.

It is apparent that

vacancies resulting from continuously high turnover can be
filled by employees whose positions have been eliminated by
13
the computer.
Findings from the study of the consequences of

12

U.S. Department of Labor, Bureau of Labor Statis
tics, Adjustment to the Introduction of Office Automation,
Bulletin No. 1276 (Washington, b.C.: Government Printing
Office, I960), pp. 30-34.
13

Harold F. Craig, Administering a Conversion .to
Electronic Accounting (Boston: Harvard University, Graduate
School of Business Administration, Division of Research,
1955), pp. 24-26.

15

automation in two banks, two electronics manufacturers,
and three warehouses showed that although there were some
workers that needed to be relocated within the same company,
none were laid off.14
The infrequency of layoff in companies with low rate
of turnover may be explained as follows.

The adoption of

Electronic Data Processing is generally confined to expand
ing companies, therefore, the new operation can absorb most
of the excess personnel.

On the other hand, the dual sys

tem (the old system operating in parallel with the new)
that most companies use during the conversion period re
quires additional personnel, thus helping to take up much
of the slack.^
The optimistic reports on specific effects of tech
nological change could not prevent employees from holding
negative attitudes toward computer utilization.

The altera

tion in work routine, increased degree of job control and
changes in social relationships may be the fact.

Eniar

Hardin found that after a computer was introduced into an
insurance company, the greatest changes reported by the af
fected employees were in the amount of work they had to do,

14U.S. Department of Labor, Manpower Administration,
Management Decisions to Automate, Manpower/Automation Re
search, Monograph too. 3 (Washington, D.C.: Government
Printing Office, 1965), p. 7.
*^Ida R. Hoos, "The Impact of Office Automation on
Workers," International Labour Review, Vol. LXXXII, No. 4
(Oct. I960)', 366-372.
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the variety of their tasks, and the amount of skill and re
sponsibility required. ^
Referring to the pressure on employees derived from
the computer application, Mann and Williams reported that
computerized offices required regular attendance from em17
ployees, and imposed specific deadlines and work quotas.
On decision-making and control, these authors also revealed
that more and more computers were stripping employees of
their sources of pride, the power to make decisions, and
were forcing them into almost complete reliance on fewer
and higher positions within the company.

The result of all

this is that employees often complained that they had lost
some of their autonomy.
Finally, findings from research done by William E.
Reif on the application of a computer in a manufacturing
company, a banking system, and a public utilities company
revealed that the informal network of communication was se18
verely restricted.
The interpersonal relationships among

1 fi

U.S. Department of Labor, Bureau of Labor Statis
tics, "The Reaction of Employees to Office Automation," by
Eniar Hardin, Monthly Labor Review, Vol. LXXXIII, No. 9,
Sept. 1960 (Washington, D.C.: Government Printing Office,
1960), 927-930.
17
Floyd C. Mann and L. K. Williams, "Observations on
the Dynamics of a Change to Electronic Data Equipment," Ad
ministrative Science Quarterly, Vol. V, No. 2 (Sept. 196U7,
217-256.
18

William E. Reif, Computer Technology and Management
Organization (Iowa City: Bureau of Business and Economic
Research, College of Business Administration, University of
Iowa, 1968), p. 111.
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groups therefore was broken up.

Employees were isolated

among the ’’noisy machines," and many of them developed psy19
chosomatic symptoms because of this stress.
Taken together, the findings presented in this sec
tion show that employees tend to resist these types of
change regardless of results which a specific change can
produce.

Among the various methods that have been designed

to help employees to accept or at least to reduce the re
sistance to change are participation and communication approaches.

20

Research on these approaches is discussed in

the next section.
RESISTANCE TO CHANGE DUE TO THE LACK
OF PARTICIPATION AND INADEQUATE
COMMUNICATION
It has been shown earlier that resistance to techno
logical change in some cases resulted from a real threat,
but in the others, it is a product of fantasy.

In the

first situation, it is believed that an invitation for em
ployees to participate in planning and executing the pro
gram of change might help.

In the second, a good communi

cation and explanation of the purpose of change would be
the best.
1Q

Allen I. Kraust, "How EDP is Affecting Workers and
Organizations," Personnel, Vol. XXXIX, No. 4 (July-August,
1962), 38-50.
20

"How Companies Overcome Resistance to Change,"
Management Review, Vol. LXI, No. 11 (Nov. 1972), 17-25.
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A number of studies on the effects of participation
in reducing the resistance to change can be cited.

The

earliest research directly related to this area was done by
Lester Coch and John R. P. French at the Harwood Manufactur
ing Company.

The plant, which produced pajamas, employed

500 women and 100 men.

The workers showed a marked resis

tance to any new method of work or any alteration in job.
After a change was instituted by management, the workers
became very inefficient, restricted output, were hostile to
management, and many of them quit.

21

In order to find a way to improve the situation,
Coch and French set up an experiment.

They selected a num

ber of employees and divided them into three groups.

The

first one, called the control group, was not allowed any
participation in planning the new method of stacking
clothes.

The second representative group had limited par

ticipation.

The third, the full participation group, was

allowed to participate in the designing of new techniques
of their job.

Results from the experiment showed that the

control group (no participation) bitterly resisted the
change, and that productivity was heavily reduced.

The

second group (partial participation) showed a drop in pro
ductivity at first but quickly recovered to exceed the
level maintained before the change was introduced.
21

The

Lester Coch and John R. P. French, "Overcome Re
sistance to Change," Human Relations, Vol. I, No. 4 (1948),
512-532.
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full participation group had by far the best productivity
records.

The turnover rate was also reported at 17 percent

in the control group but at zero in the second and third
groups.
It should be noted that the implicit assumption in
most studies went this way:

If a positive attitude toward

change (acceptance of change) came to exist in employees,
then an earnest cooperation with management and an increase
in productivity would be expected.

On the other hand, ab

senteeism, withdrawal, turnover, and reduction in produc
tivity would be apparent when workers are unhappy and try
to resist the change.
The importance of participation in eliminating the
resistance was also emphasized by Theodore Bary.

He re

ported a case in which organizational change was needed to
upgrade plant performance and efficiency, but the innova
tion was temporarily abandoned for the anticipation of re
sistance from a number of key men whose positions were to
be eliminated.

Then an invitation came to these people for

discussion and participation in planning the program of
change.

A reorganization plan emerged which was not only

very similar to what management had proposed but also in
cluded several modifications considered to be of great
benefit to the company.

22

22

"How Companies Overcome Resistance to Change," op.
cit., pp. 17-25.
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William F. Whyte and his associates reported that a
group of girls who were learning machine-paced work failed
to keep up with the required pace.

In discussion with

their foreman, the girls were allowed to set their own
speed.

It was discovered that the girls did not keep the

constant pace with the time of day, but the average was
23
higher than previously set by engineers.
These findings allow one to conclude that when
people are involved in change programs, there is little re
sistance to reduce, however, when they are excluded the
opposite effect would arise.

This statement of course does

not imply the practicality of universal application.

The

participation method would be of maximum benefit if changes
are not too technically oriented and employees do have a
certain level of education, otherwise the results would not
occur as expected.
Communication, however, is always needed for em
ployees to accept changes no matter what kind of change is
undertaken.

The application of scientific management in

selected institutions serves as an example.
Although the primary goal of the Mtime-study" method
was to improve individual earnings through increasing pro
ductivity by means of eliminating "soldiering," it was vio
lently resisted at Watertown Arsenal and at the Rock Island

^William F. Whyte, Melville Dalton, and others,
Money and Motivation (New York: Harper and Row Publishers,
1965), pp. 320-325.
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plant.

In reflection, Taylor said that workers were not

objecting to his time-study and the production bonus, but
to the method of introducing the system.

25

The word

"method" should mean communication and a clear explanation
of the purpose.

Taylor did not allow any worker to plan

or participate in planning his job but let supervisors devise all steps which employees would then carry out.

26

On the subject of how to reduce the resistance from
a fear of the unknown, Leonard R. Sayles and Georges
Strauss had this to say:
. . . Resistance to change that springs from fear of
the unknown can be reduced simply by providing appro
priate information. This information should explain
not only what is to happen but also why, and should be
sent to the whole organization, to those both directly
and indirectly involved.27
Although the Hawthorne studies were done a number of
years ago, their results have been interpreted and used for
different ends.

Nevertheless there remain valuable contri

butions to the understanding of the effects of communica
tion on employees' attitudes toward change.

The Relay Room

experiments were conducted by Elton Mayo and his research
team.

Two female assemblers were selected and allowed to

2^Daniel A. Wren, The Evolution of Management
Thought (New York: The Ronald Press Company, 1972), p. 122.
25

Milton J. Nadworny, Scientific Management and
Union: 1900-1923 (Cambridge, Mass.: Harvard University
Rress, 1955), p. 80.
2^Wren, op. cit., pp. 122-127.
27

Sayles and Strauss, op. cit., p. 314.
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choose four others to join them in the test room.
pose of the study was made known to them.

The pur

It was to test

the effects of place of work, pace and length of rest
pause, length of working day, length of work week, method
of payment, and a free mid-morning lunch had on produc
tivity.

During the experiments, the girls were often con

sulted, and allowed to express themselves about the change
that took place in the experiment.

The results showed that

each test period yielded higher productivity than the pre28
vious one had done.
This phenomenon would throw anyone who is eager to
explain the causes and effects into confusion.

Did high

productivity result from the rest pause, length of working
day and so forth, or from something else?

An interview

with the girls involved in the experiment revealed that all
of them unanimously expressed their preference to work in
the test room instead of a regular department.

Asked to

state the reasons of their choice, among other things, the
girls listed supervision as one of the three most important
elements in making the option. 29
It would not be too difficult to understand why
supervision was so important.

As one could recall, the re

searchers who acted as supervisors often consulted with the

28

Fred Luthans, Organizational_Behavior (New York:
McGraw-Hill Book Company, 1973), pp. 24-25.
29Ibid., p. 29.
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girls and let them express their opinions about the change.
Two-way communication was established and reduction of the
opposition was achieved.
It should also be noted that it was not the commu
nication, the supervision, or the size of group that caused
the girls to accept the change (which was indicated by high
productivity), but the fulfillment of certain needs which
increased their satisfaction."

Thus, different levels of

needs will determine how employees will react to the effects
of changes.
The next section will be devoted to the review of
studies related to the role of needs in affecting employees’
attitudes toward change.
RESISTANCE TO CHANGE DUE TO THE UNFULFILLMENT
OF CERTAIN NEEDS OF EMPLOYEES
Research on the effect of employees’ needs on their
attitudes toward change is limited.

However, a number of

studies on the relationship between personal data and pref
erence for job factors are available.

Hopefully, results

of these studies can provide some clues for the indirect
explanation of why certain types of change and their par
ticular effects were resisted by specific groups of persons.
It has been discussed earlier that tecftWo1-ogica
30
Fritz J. Roethlisberger and William J. Dickson,
Management and the Workers (Cambridge, Mass.: Harvard Uni
versity Press, 1939), p. 66.

change might alter the content of job as job factors re
ferred to by Herzberg, Mausner, Peterson, and Capwell.
Whether employees will resist or accept a specific change
depends on how important the change in job factors is to
them.

Herzberg and his associates identified ten major on-

the-job factors which are listed in the order according to
the number of times each was mentioned in about 150 studies
1) intrinsic aspects of job, 2) supervision, 3) working
condition, 4) wages, 5) opportunity for advancement, 6) se
curity, 7) company and management, 8) social aspects of the
job, 9) communication, and 10) benefits.

This ranking, ac

cording to these authors, was not stable.

When the results

of 16 studies involving over 11,000 employees were averaged
the order of preference was different.

Security, interest,

and opportunity for advancement were on top of the list,
while social aspects of the job, working condition, commu
nication were at the bottom, and supervision, company and
management, and intrinsic aspects of the job were in the
middle.31
The inconsistency of ranking between these two sum
maries of findings suggests that job factors tend to change
in order of importance, as worker's job situation and needs
change.

This complex problem led Herzberg and his

31
Frederick Herzberg, Bernard Mausner, Richard 0.
Peterson, and Donald Capqell, Job Attitudes; Review of Re
search and Opinion (Pittsburgh, Pa.: IPsychological Service
of Pittsburgh, 1957), pp. 37-42.
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associates to conclude:
. . . It is very difficult to predict how important
these job factors are to any particular individual
unless we know the thing that individual needs and
wants at the m o m e n t . 32
In order to determine what employees really want and
need, and how the structure of needs comes to incite em
ployees to react to the change, an analysis of the rela
tionship between job factors and personal data is necessary.
The comprehensive review of more than 350 studies
related to this area by Herzberg, Mausner, Peterson and
Capwell showed that the influence of age is most important
on the job factor of security.

It was reported that the

significance of security increases with the increase in
age.

Certain aspects of the job such as responsibility,

appropriate use of skill, and independence also become more
important in the older worker.

33

The relationship between sex and specific job fac
tors is also relevant.

Working conditions, social aspects,

and the ease of work are more important to women.

Wage and

opportunity for advancement, on the other hand, are more
34
important to men.
The difference may be attributed to
the fact that men tend to have more off-the-job responsi
bilities than women.

In reality, men are usually the

■^Herzberg, op. cit., p. 50.
^ Ibid., p. 54.
34
Don A. Trumbo, "Individual and Group Correlates of
Attitudes Toward Work-Related Change," Journal of Applied
Psychology, Vol. LIV, No. 5 (Oct. 1961), 338-344.
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principal income earners of the family.

Their success is

usually rated on the basis of the amount of money they can
bring home.

Any change which seems to enhance their oppor

tunity for further promotion or provides more pay will be
cordially received.
To women, especially to housewives, working outside
their home is, in many cases, only temporary.

They would

quit when the family budget is sufficiently provided by
their husbands, or when they feel they have more interest
ing things to do at home.

Change, therefore, would not

represent a big problem provided that their relationship
with friends or groups are hot disturbed, and their work
will not become any harder.
Findings from a number of studies summarized by
Herzberg and his associates also indicated that occupation
and educational level can be used to determine the differ35
ence in the relative importance of job factors.
Intrin
sic aspects of job and promotional opportunity are of
greater importance to office workers, while social aspects
are ranked higher by factory workers but less by employees
in the office.

Individuals with greater education give

more attention to the intrinsic aspects of the job, while
the less educated people express more concern with security
as job factor.

35

Herzberg, op. cit. , p. 54.
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Results of Wilkins’ study showed that people of
higher intelligence tend to emphasize the opportunity for
advancement more often than those with less intelligence.
Employees with lower I.Q.'s also ranked social aspects and
*T /L

wages as most important factors.
A consensus seems to be reached among authors that
a distinction between the effects of age and length of
service on certain job factors is very difficult, but a
positive relationship between tenure and promotional oppor37
tunity is noticed.
Other variables such as government and non
government employment, marital status, and number of de
pendents are not found to have great impacts on employees
in determining their preference for specific job factors.

38

In light of the findings presented, one can conclude
that different levels of needs and wants associated with
specific groups of employees might be detected and partly
satisfied if certain job factors preferred by the group are
also identified.

Thus, any change which could produce

favorable effects to satisfy the needs of employees will be
more readily accepted; otherwise, it is bound to be opposed.
In summary, based on the evidence provided by the

■^Leslie T. Wilkins, "Incentives and Young Male
Worker in England," International Journal of Opinion and
Attitude Research, Vol. LI, No. 4 CWinter, 1950-1951} ,
sti" 53t :------------

"^Herzberg, op. cit., p. 56.

^®Ibid.

’r
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research reviewed in this chapter, it may be concluded
that besides the fear of an unfavorable outcome of change,
resistance to technological change might be the result of
inadequate communication and lack of participation.

In

addition, different levels of needs may turn out to be the
source of resistance, if the effects of change are not com
patible with what employees expected.
As indicated by one of the purposes of this study,
certain effects of technological change presented in this
chapter will be used to compare with those which are to be
found in this research.

The expected differences are as

sumed to be a result of the cultural factors which are to
be investigated in the next chapter.

CHAPTER I I I

CULTURAL BACKGROUND
The effects of technological change upon employee
behavior discussed in Chapter II are from studies conducted
in the United States, an economically advanced country.

It

is believed that people in less economically advanced lands
are usually reluctant or unable to accept change with the
same ease as those in more economically advanced countries.
According to Foster, this is due to the "wisdom of tradi
tion" which has been regarded by people in the traditional
society as the "safest road to travel."

The notion of a

"new" or "better way" puts them on guard rather than stimu39
lates their desire to experiment.
James Joyce, in discussing the cultural effects of
a society upon its members, has this to say:
We are immersed in a sea, it is warm, comfortable,
supportive and protective. The sea is our culture.
Most of us act, think, and dream in terms of the norms
and standards we have absorbed from the culture in
which we are reared. What our culture values, we
value, what our culture abhors, we abhor.40
39
George M. Foster, Traditional Culture and the Im?act of Technological Change (.New Vork: Warper and Row
ublishers, 1962j, p. 4.
40Ross A. Webber, Culture and Management: Text and
Readings in Comparative Management (Homewood, 111".: Rich
ard D. Irwin, Inc., 1965), p? 10.
29
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Ruth Benedict offers this interesting observation:
From the moment the man is born, the customs of his
society start shaping his experience and behavior. By
the time he is grown and is able to take part in some
activities with the members of his society, his habit
is society's habit, his belief, its.4*
These assertions in general are correct; however, some
cautions still must be taken.

A culture may provide some

degree of influence upon its society members, but it never
could produce identical behavior for all individuals in a
group or organization.

Each person has a unique person

ality, and this personality together with his life experi
ences acquired in a cultural setting will determine the
specific behavior which one has in a certain situation.
Recognizing the importance of culture upon the be
havior of people, this chapter attempts to present an out
line of sources of influence on the Vietnamese culture, and
examine some traditional aspects of this culture that may
affect the attitudes of employees at the National Bank to
ward technological change.
SOURCES OF INFLUENCE ON THE VIETNAMESE CULTURE
It has been said that the Vietnamese culture is in
fluenced by China and India, as well as by Western coun
tries.

From China, the philosophy of Confucius and doc

trine of Lao Tzu were imported and took deep root during

^*Ruth Benedict, Patterns of Culture (New York;
Hougton Mifflin Company, 1062), p. 3.
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the period of Chinese domination from the second century
B.C. to the tenth century A.D.

From India, Buddha's

philosophy was brought to Vietnam by Chinese monks as
early as the second century B.C.

Finally, Christianity

and its teachings were introduced into the country along
with the arrival of a continuous stream of Catholic mis
sionaries from France, Spain, and Portugal in the sixteenth
century.^
For many years, students of Vietnamese history have
assumed that the social structure of Vietnam is solidly
based on Confucianism which emphasizes social hierarchy
and family loyalty, but the basis of the society has also
been greatly affected by the doctrine of two other reli
gions or philosophies, namely Taoism and Buddhism.

The

presence of foreign troops in the country's recent history
and the war between North and South since 1960 have had a
tremendous impact on the society.

From the nineteenth cen

tury to the early 1950's, the arrival of the French on the
scene had created a turbulent period in terms of political,
economic, and social changes.

The occupation by the Japan

ese Imperial Army in 1945, though it was a short time, pro
vided a shock to a country with much experience of foreign
A O

James Luker Buckner, "The Universality of American
Management Principles: A South Vietnam Military Study"
(unpublished Master's Thesis, Louisiana State University,
1971), p. 41.
A T

An Introduction to Vietnam (Washington, D.C.:
Embassy of Vietnam, Information Office), p. 53.
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domination.

Finally, the massive buildup of American

forces during the 1960’s and the continuous assistance of
the American people to Vietnam under different forms cer
tainly added a new dimension to the latter's culture and
further advanced the cultural blending of East and West.
The destruction, death, and separation that arose
from those events may have altered some basic values which
at one time were considered to be very important in guiding
behavior and the attitude of individuals in the society.
Thus, the assumptions about the Vietnamese people held by
many scholars of yesteryear may not be correct today, and
the basic values which one used to rely on in order to pre
dict the behavior of people in certain circumstances may no
longer be valid.

An analysis of selected aspects of the

Vietnamese culture is still important.

It enables one to

distinguish the attitude toward technological change of the
employees who are still attached to the traditional values
from those who are ready to adopt a new pattern of behavior.
SELECTED ASPECTS OF TRADITIONAL
VIETNAMESE CULTURE
It is believed that by discussing the traditional
attitudes of the Vietnamese along various dimensions, a
foundation will be provided for possible explanations of
reactions of the employees of the National Bank to techno
logical change.

In this regard, those aspects of the tra

ditional Vietnamese culture which seem to be relevant to
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the hypotheses presented in Chapter I will be considered.
Traditional Cultural Aspects
Related to Hypothesis 1
It is the assumption of this researcher that there
is a close relationship between family loyalty and group
solidarity.

If one can satisfy his social needs by asso

ciating himself with the members of his (extended) family,
then his need to join other social groups would be reduced.
This reasoning leads one to the discussion of family loy
alty in the traditional Vietnamese society.
Family Loyalty. According to Confucian teachings,
the family is the fundamental unit of the society, and a
man should identify himself exclusively with his particular
family rather than with a community, occupational group, or
44
other social organization.
It is because of this in
fluence that the concept of informal groups could never
claim to have a prominent position in the life of any Viet
namese.

Thus a person could satisfy his material needs and

derive all social satisfactions from his family alone.

The

traditional Vietnamese family consists not only of the im
mediate members but also the distant kin.

A group of

people tracing descent from a common ancestor can claim

^American University, Foreign Area Studies Division,
Area Handbook for South Vietnam (Washington. D.C.: • U.S.
Government Printing Office, 1967), p. 192.

themselves to be members of the same extended family called
"toe," or the lineage.

They are expected to assist one an

other in times of need or provide counsel in case of per
sonal crisis.

Mutual assistance among members of the clan

is also advocated because in the opinion of the Vietnamese,
"a bitter relative is,still a relative, a sweet stranger is
still a stranger," and "a drop of red blood [kinship] is
worth more than a pond of plain water.
In order to encourage one to practice this moral ob
ligation, some benefits are mentioned:

"If some member of

the (extended) family is successful in his work, the whole
family will benefit from it," but mutual responsibility is
also emphasized:

"If one does something wrong, the whole

family will bear the disgrace of his deeds."

These same

principles are strictly observed and applied to the closest
members of the family.

Duties of each person are clearly

defined and reflected in the popular dictum:

"The young

rely on their fathers, the old on their children," and
that "if the father borrows [money], his child must pay his
debts; if the child behaves wrongly, the parents must bear
the consequences."

The mutual dependence among brothers

and sisters is also stressed and compared with "hands and
feet" or "lips and teeth," "if the lips are broken, the

^5Unless otherwise noted, the Vietnamese proverbs
translated and used in this chapter are adopted from Nguyen
Quoc Tri, "Culture and Technical Assistance in Public Ad
ministration, A Study of What Can Be Transferred from the
United States" (unpublished Ph.D. Dissertation, University
of Southern California, 1970).
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teeth will be cold."

In concrete terms, this concept is

also expressed as follows:

"When the older sister falls

the younger sister must pick her up, when the younger sis
ter falls the older sister will do likewise."
The responsibility of one to another taught by Con
fucius and practiced by many Vietnamese serves as a bond .
which ties people in the same clan together and reinforces
the family solidarity.

The concern which a Vietnamese has

for his cousins and friends is also described by some for
eign observers in the following paragraph:
Throughout his life, the individual was caught up
with the activities of a multitude of relatives. Mem
bers of the same household lived together, worked to
gether, and on frequent occasions, met together with a
wider circle of kinsmen for marriages, funerals, lunar
New Year celebrations and rituals marking the anniver
saries of an ancestor’s d e a t h . 46
It is interesting to note that the traditional Viet
namese household includes not only the senior couple and
their unmarried children but also their married sons with
their wives and children, all living under the same roof.
This extended type of family seems to exist mostly in rural
areas where it operates as a unit of production.

On the

other hand, the nuclear family consisting of parents and
their children is more common among educated and urbanized
groups.
It has been argued that traditional values described

^American University, op. cit.t p. 106.
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here belong to the old generation; the young people may
have more practical approaches to life and different ideas
on how to assist their cousins and relatives.

This may be

due to the fact that many events have taken place during
the past twenty years.

The partitioning of the country in

1954 shook the foundation of family solidarity when nearly
a million refugees from the North left their homes, their
loved ones, and their villages to head for the South.

And

again during the. period between 1965-1966, the South Viet
namese government, in an effort to deny its enemies their
source of supply, forced nearly two million people living
i n

in the countryside to move to the cities.

In this pro

cess, members of the family sometimes were separated from
one another and could not convene for the rites and cele
brations which traditionally reinforced family solidarity.
Finally, many young men, because of their political loyal
ties, left their homes to join the army of the other side
of conflict.

In some instances this set one kinsman

against another.
In short, the hardship arising directly out of the
war, the ideological differences, and the impact of West
ern civilization in recent years may play an important role
in changing the outlook of the Vietnamese.

According to

some American anthropologists, the ordinary Vietnamese

A *7

American University, op. cit., p. 105.

37

today seems to be preoccupied primarily with the idea of
how to earn a livelihood and to protect his immediate
family rather than being too much concerned about his
48
cousins and relatives.
This observation theoretically
may be correct, but practically one can still argue the
other way.

Despite many years of war, Vietnamese people

have endured, their family system has persisted, and their
sense of identity is not completely broken down.

This may

also be attributed to the influence of Lao Tzu’s doctrine
on material well-being or economic need which was men
tioned in Hypothesis 1, which will be discussed in the fol
lowing section.
Material Well-Being.

It has been said that besides

Confucianism, Vietnamese culture is also influenced by
Taoism, a doctrine of Lao Tzu which teaches the participa
tion of man in the universal order.

According to this

philosopher, a man not only should refrain from disturbing
the natural order but he must also conform to it in every
49
circumstance.
A Taoist maxim says: "Do nothing and
everything will be accomplished simultaneously."^
These conceptions of life and universe certainly
have an impact on the Vietnamese.

Some Vietnamese manda

rins induced by this doctrine of passivity and absence of
48
American University, op. cit., p. 119.
^9An Introduction to Vietnam, p. 54.

^ Ibid.
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care have given up their power and fortunes by resigning
from their posts in order to go back to the countryside
for retreat and contemplation.

The disdain of wealth and

preference for esthetic matters are also observed in ordi
nary men.

Numerous examples can be found in Vietnamese

proverbs which usually reflect the attitude of the majority
of people.

The Vietnamese has been warned "never to take

pride in his wealth, never to look down on the poor," be
cause "fine wood is better than a refined coat of paint.
Man with the goodness of character commands more respect
and admiration than those who have great worldly posses
sions, but lack virtue.

An ideal man is one who tries to

keep his reputation intact despite the fact that he might
not be rich and might even be poor.
It is believed that the traditional Vietnamese is
more esthetically oriented than materially bound.

He is

influenced by Confucianism, Taoism, and Buddhism, the
three different philosophies which share the same common
feature, which is the quest for inner peace.

According to

Ton That Thien, a Vietnamese scholar, this inner peace is
called Tinh-Tam (Serenity) by Confucius, An-Lac (Nirvada)
by Buddha, and Tinh (Rest) by Lao Tzu.^

The search for

S1This is translated by the writer from the Viet
namese proverb "Tot Go Hon Tot Nuoc Son."
^Ton That Thien, A Few Thoughts on the Problems of
the Reconstruction of Vietnamese Society (Saigon: Vietnam
Council on Foreign Relations, n.d.), p. 28.
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inner peace must be the result of an intense intellectual
and personal effort.

One cannot achieve this if he does

not try to liberate himself from the material world as well
as from the inner uneasiness.

Those who could arrive at

this stage are called "Quan-Tu" or the virtuous man who
does not care for material comfort and economic gain.

To

the Vietnamese, he is a living example which everybody
tries to imitate.

However, in reality, reaching this

stage is impractical and sometimes impossible.
The hardship of the war, the stress of the economy,
and the influence of the West in recent years may change
the attitude of the Vietnamese toward these traditional
values.

Smith and his associates seem to agree with this

observation when they said:
In the modern period, the Vietnamese has become
[even] more practical in his outlook. While focusing
on survival he hopes for a better life, social and
legal justice, more land, more material comforts and
better schools for his children.53
Whether these attitudes are applicable to any group
of employees at the National Bank of Vietnam is a question
remaining to be answered.

The outcome of the investigation

at this point is not clear, but a continuous discussion of
selected aspects of traditional Vietnamese culture relevant
to Hypothesis 2 is still needed.

It may help one to under

stand why some Vietnamese might react to the same kind of

53
American University, op. cit., p. 197.
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change differently from their counterparts in the United
States.
Traditional Cultural Aspects
Related to Hypothesis 2
This section will be directed to the discussion of
traditional Vietnamese attitudes toward education, the
role of the woman in the family as well as in society, and
the concept of authority.
Education. There is a common belief among the Viet
namese that education is the essential stepping stone to
profitable jobs and social prestige.

This attitude may be

a relic of ancient society which pays high regard to
scholars.

It might also be a result of the French educa

tional system whose purpose is to produce candidates for
civil service jobs at the lower levels in the colonial ad
ministrative machinery.
It should be noted that in ancient Vietnam, society
was loosely divided into four classes based on the career
with which one was associated.

On top of the social struc

ture were the scholars who could pass the mandarinal exami
nations and were appointed by the king to hold specific
state jobs depending on the level of examination taken.^
CA

For more details, see Nguyen Lan Man, "Identifica
tion of the Force Field in the Planned Organizational
Change of the Vietnamese National Examination System" (un
published Ph.D. Dissertation, The Catholic University of
America, 1973), pp. 13-18.
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Next in line were farmers who work hard to provide food for
everyone.

The farmers, even though uneducated, were re

spected and loved because they were honest and always con
formed to nature.

Directly below the farmers were artisans

who had to use the skill of their hands in order to earn a
living.

They were inferior because of their lack of edu

cation and other qualifications.

At the bottom of the

social scale were the merchants who were sometimes referred
to as "troc-phu" or "barehead rich" (rich but uneducated,
i.e., without cap and gown).

These men were often looked

down upon by the Vietnamese.

In the opinion of the people,

the merchants got rich by cheating their customers, there
fore they did not deserve a higher rank.
It may be added that the class system of Vietnamese
society was based on "function rather than on birth.
Anybody could reach the rank of scholar provided that his
culture and merits enable him to win in the triennial lit
eracy competition.

In practice, only sons of the mandarins

and high officials could afford to get enough education to
pass the examination which admitted them into the scholarly
rank.
The introduction of the French educational system
(1868-1954) and the abolition of the mandarinal examina
tion (1915 in the North, and 1918 in Central Vietnam) have

55

Nguyen Quoc Tri, op. cit., p. 190.
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certainly added other meanings to education.^

Scholar

ship for its own sake which sometimes was advocated in the
past is no longer wanted by Vietnamese.

Financial reward

plus social prestige became the ultimate goals of education.
If one wanted to get a civil service job in the colonial
administration, he had to pass a national examination which
required the knowledge of the French language, classic discipline, and other French educational methods. 57
This recruiting device was not much different from
the democratic way of selecting civil service employees in
ancient Vietnam.

However, some modifications are noticed:

1. When the number of positions to be filled were less
than the number of candidates (academic degree
holders) another examination was given. Those who
could score the highest would likely have the oppor
tunity to get the first job available; the priority
was established by these scores.
2. In some cases, academic degree holders at certain
levels were required to take an examination in order
to get into the training program. At the end of the
study cycle they had to take another test in order
to graduate. If passed, they would be appointed to
different positions based on the score made on the
test.
These methods of recruiting personnel are still widely used
in South Vietnam, especially in selecting employees for
government jobs such as those at the National Bank.

Nguyen Lan Man, op. cit., p. 18.
57
Ann Cadwell Crawford, Customs and Culture of Viet
nam (Rutland, Vt. : Charles E. Tuttle Co., Inc., 1966),
p. 98.
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Role of Women.

In the traditional society of Viet

nam, women have been treated as the unequal partners of
men in the family as well as in society.

They are not only

relegated to a position of legal inferiority, but also con
demned to an inferior education as well.
Since childhood, girls were given a more confined
upbringing than boys, and they were constantly reminded of
the importance of obedience to the opposite sex.

This is

.reinforced by the Confucius Code of Conduct which requires
women to conform to the three obediences at all times:
"Obedience to her father until she is married, obedience
to her husband after she leaves her father's house, and
58
obedience to her eldest son should she be widowed."
In
addition, a model woman should also possess the four essen
tial virtues:

"Skill with her hands, agreeable appearance,
59
prudence in speech, and exemplary conduct."
Observing the humble role of women in thepast,

a

Vietnamese scholar has this to say:
Everywhere the Vietnamese woman had been pushed
aside to the background. At home, she was inferior to
her husband, and in the social life, she could not take
part in public affairs. She had more duties than
rights and in such a family of the Confucian type as
the old Vietnamese, her most important duty was to bear
her husband a male child to perpetuate his family.60
This picture of a woman could be found everywhere in
co

eg

An Introduction to Vietnam, p. 50.

Ibid.

^°Nguyen Khac Kham, An Introduction to Vietnamese
Culture (Saigon: Vietnam Council on foreign Relations,
n.d.), p. 11.
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ancient Vietnam, but today due to the influence of Western
civilization, change in the legislation,*** and especially
the effects of the war, the position of the Vietnamese
woman in the society as well as in the family has been
changed.

Many of them now are actively engaging in wel-

fare, education, journalism, professions, and government.

fi?

Based on these factors, a crucial question is being
raised as to whether Vietnamese women today have abandoned
the traditional values which were fervently adhered to by
their sisters of the past.

The answer is still not clear,

but one can assume that a tradition which has been with the
people of a country for almost 2,000 years will not easily
fade away.

Its influence on the Vietnamese is expected to

continue, however, the degree of importance seems to depend
on age, profession, and education, as well as on family
background.
Concept of Authority. As a result of Chinese
domination for almost 1,000 years, the Vietnamese social structure is deeply influenced by the teachings of the
Chinese philosopher Confucius.

It is a society character

ized by the emphasis on family loyalty and respect for
authority.

A Vietnamese, at every stage of his existence,

has been taught to accept authority.

As a child, he must

learn to understand the importance of the willing

61American University, op. cit., p. 111.
62Ibid., p. 140.

submission to his parents' and his teacher's authority.
As a grown man, he is told to respect the authority of his
elders and government officials.

This practice may be

based on Confucius' conception of the Cosmos which is built
on the hierarchical principle or on the law of inequality.
The harmony of the celestial system in fact is a result of
the hierarchical order of things.

The heaven, for in

stance, is above the earth, the sun is brighter than the
moon, the moon than stars.

Similarly, harmony among

men should also come from the hierarchical principle, for
example, king is superior to subjects, male to female,
husband to wife, father to son, and teacher to student.
Everyone should know his position in the social organiza
tion and behave accordingly.

Thus, a subordinate is sup

posed to obey his superior whose authority is taken-for
granted.

A child is expected to carry out his parents'

orders without questioning, and a good student would never
challenge or doubt his teacher's authority and knowledge.***
These formal relationships between members of the
society represent the characteristics of an autocratic
leadership style which allows no employees to participate
in the process of decision making.

Thus, in contrast to

the belief of many social scientists in the West on the
role of communication and participation in motivating
63
American University, op. cit., p. 26.
64

Nguyen Quoc Tri, op. cit., p. 150.
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employees, the usefulness of these practices in a society
such as Vietnam remains to be seen.

Those techniques which

aim at providing employees with jobs of more status but
less variety, and at reducing horizontal mobility to the
minimum level seem to fit the traditional Vietnamese.
These aspects of the job, which were mentioned in Hypothe
sis 3 of Chapter I, will be discussed in the following
section.
Traditional Cultural Aspects
Related to riypothesis 5
It has been said that man is conditioned by his cul
ture.

Whenever he thinks or acts, he does so under the

influence of the culture.

This assumption leads the re

searcher to attempt to establish a basis for the explana
tion of the traditional Vietnamese attitude toward job
status and change.
Aspiration for Status.

In a society where relation

ship between its members is based on hierarchical principle
such as Vietnam, status consciousness should be very strong.
A Vietnamese expects to receive appropriate treatment ac
cording to his status in the social hierarchy.

In a meet

ing, for example, everyone must be properly seated accord
ing to his social position.

There are patterned ways of

speech and greeting between superiors and subordinates, old
and young, father and son, brother and sister, and even
among equals.

One should not call another by his first
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name but always address as Mr., Mrs., or Miss.

Beggars on

the street are also respectfully called "Mr. the beggar,"
if his age deserves this rank.
A Vietnamese may be willing to yield to someone for
the sake of keeping the harmony, but never lets anyone
humiliate him or make him "lose his face."

The importance

of status to a man is reflected in such popular sayings as
"a piece of meat taken at the communal house is worth more
than a basketful of meat taken in the corner of the kit
chen," or "in the communal house [it is an honor] to sit
in the front row and eat at the upper table."

One may ac

cept a job with less pay but he would not stay in a posi
tion which has less status than before in the eyes of his
peers.

This observation will certainly help the manager

deal effectively with his employees if a change is insti
tuted in the organization.
It has been said that in the ancient days of Vietnam
people were not allowed to wear clothes of the royal color
(yellow) or to build a house which was taller than the
royal palace or government building.

To do so was to com

mit the crime of "contempt for the Emperor."

The concern

for external signs indicating one's status and prestige
still exists in modern Vietnam.

According to Nguyen Quoc

Tri, Ph.D., from the University of Southern California, and
presently director of the Vietnamese National Institute of
Administration, the conflict between the late president
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Diem and the Buddhists which lead to the former’s overthrow
originated with such a question of face or etiquette.
It should also be mentioned that the Buddhists
wanted their flag to fly at the same level as the national
flag, which in president Diem's opinion should always be
at a higher one.

To raise the Buddhist flag as high as

the national flag, or to remove the national flag from the
pagodas as some Buddhists actually did, was understood by
Diem as a sign of rebellion.

The national flag was the

symbol of his authority and represented the prestige of his
presidency as well.
These examples lead one to believe that the Viet
namese people are mindful of status.

This seems to contra

dict the traditional societal attitude toward mobility, but
apparently there is no such conflict.

People in a tradi

tional society such as Vietnam do not want a horizontal
mobility, but always welcome a vertical mobility.

A promo

tion or transfer which increases one’s salary or brings
more status to his position is usually favored.

This spe

cific aspect of the culture together with the traditional
attitude toward change are to be considered in the upcoming
section.

^5Nguyen Quoc Tri, op. cit., p. 152.
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Change Versus No Change.

There seems to be a con

sensus among foreign observers that until very recently
many Vietnamese would not willingly leave their villages
to move to another area even when more opportunities were
to be expected.

This fact can be attributed to the.in

fluence of Confucian doctrine of being loyal to one's
family and wishing to live and die on the ancestor's land.
The attachment to one's family and to the village where
one was born and where one's ancestors were buried is very
strong.

It is expressed in such popular sayings as "our

life also depends on our ancestors' tombs, not merely on
foods."
The strong link between the individual and his natal
village is reported by Paul Mus in a story describing how
the French recruited Vietnamese labor to work on rubber
plantations in the South.

By advancing an attractive

amount of money, the French in the 1930's succeeded in
hiring a group of volunteers from the North to work in the
South.

After settling in the villages built around the

plantations in the South, these people seemed to be better
off economically.

But at the end of the contract term,

most of them left for their homes in the North.^
Results of a joint study conducted by a Michigan
State University team and the Vietnamese National Institute

^Paul Mus, Sociologie d'une Guerre (Paris:
du Seuil, 1952), pp. 103-118".

Edition

of Administration in the late 1950’s at Khanh Hau village,
thirty miles from Saigon, also revealed a strong attach
ment of people to their villages.

Asked if they were

willing to leave their villages, 60 percent of household
heads at Khanh Hau answered "No.”

Those who said "Yes"

always thought of their move as temporary.

67

On the other

hand, due to unforeseen circumstances, if one must leave
his village, he should still remember the anniversaries of
his forebears’ deaths and all occasions of his family sor
row or joy, to try to return home for a reunion with his
extended family's members.

And finally, if one thought

that he might die in a strange land, his last wish may be
to have his body returned to his father's land and be
buried near the tombs of his ancestors.

This tradition

still exists and is expressed in the following adage:
"The leaves when falling from the branches lie dying at
the root of the tree."
The attachment to family and village, and the con
cern for harmony lead the Vietnamese to cherish the status
quo.

They tend to consider change as a disruption of the

existing harmonious order of things rather than as an ad
vancement or progress.

The future in their opinions is an

extension of the past.

Experiences which have proved to

work will be closely followed.
fi7

(Chicago:

Change in habit of doing

James B. Hendry, The Small World of Khanh Hau
Aldine Publishing Company, 1966), pp. 26-31.
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things is to be avoided.
These practices lead one to believe that variety in
the job, considered to be a good motivational technique in
the West, may be an undesirable approach if used in a tra
ditional society such as Vietnam.
In short, being born and raised in the traditional
society, most Vietnamese are expected to have a strong link
to their families and villages.

They used to pay more re

spect to the elders and were ready to submit themselves to
the authority of their superiors.

Traditional Vietnamese

were also mindful of status, as they preferred vertical
mobility rather than horizontal mobility.

To them, variety

in the job was also assumed not to be desired.
It is uncertain at this point to what extent these
cultural aspects influence the employees at the National
Bank of Vietnam.

Results of this research, especially when

compared with results obtained in the United States, may be
explained by the degree of influence the traditional society
has upon the employees of National Bank.

Nevertheless, it

seems necessary that before assessing the attitude of em
ployees of National Bank toward technological change, one
needs to have some general orientation concerning the or
ganization which serves as the setting of the investigation.
This will be done in Chapter IV.

CHAPTER IV

ORGANIZATIONAL SETTING
This chapter aims at providing a general knowledge
of the organization where this study was conducted.

First,

a brief history of the National Bank, along with its objec
tives, organization, and functions is presented.

Second,

the IBM department where the technological change took
place, and the selected departments which were affected by
this technological change are described.

Third, the rela

tionship between these affected departments and the IBM
department is discussed.
NATIONAL BANK OF VIETNAM
Establishment. Objectives, and Organization
The National Bank of Vietnam (Banque National du
Vietnam or Ngan-Hang Quoc-Gia Vietnam), located at 17 Ben
Chuong-Duong, Saigon, South Vietnam, is the country's cen
tral bank.

It was established in 1955 following the pasfiR
sage of Republic Ordinance No. 48 of December 31, 1954.
The new bank replaced the previous bank-note issuing

^ Decree Law No. 020/SLU (Saigon:
Vietnam, 1972), p. 5.
52

National Bank of
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authority (Institut d'Emission) for Vietnam,, Cambodia, and
Laos which had been set up when these countries still be
longed to one federation called Indochina.
After twelve years of operation, the National Bank
Ordinance was substantially amended by Decree Law
No. 20/SLU, September 3, 1966.

The main objectives of the

National Bank are as follows:
A.

On the domestic front:
1. Establish an appropriate monetary system within
the limits of national constitution and other
laws;
2. Contribute to the economic stability and export
development. In order to achieve this purpose,
the National Bank is to set up and pursue appro
priate monetary and credit policies; take all
necessary measures to prevent or to correct the
inflationary or speculative trends which are
harmful to lasting interests of the national
economy;
3. Devise and apply all necessary measures to insure
that commercial banking system has enough liquid
and convertible assets in order to distribute
credits for the purpose of expanding national
economy at the maximum level;
4. Act as government's agency in disbursing and re
ceiving payments when these functions are dele
gated according to the agreement between the
National Bank and the Ministry of Finance; and
5. Accept deposits from the National Treasury, other
government agencies, banking and financial insti
tutions.

B.

On the foreign front:
1. Maintain the value of Vietnamese piaster in the
international monetary market, and perform all
foreign exchange operations;
2. Conserve and manage international reserves
(either in gold or in foreign currency) in a way
to reduce the influences of the unbalance in
national incomes and expenditures which are
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detrimental to monetary volume and credit as
well as other economic .activities;
3. Maintain qr re-establish the conditions leading
to the equilibrium in national economy and inter
national trade; and
4. Perform transactions prescribed by the agreements
between Vietnam and other monetary institutions
such as World Bank or other foreign banks. The
National Bank also acts as a representative of
the Vietnamese government to these institutions.69
As with most central banks in less developed coun
tries, the National Bank of Vietnam's ultimate goal is to
contribute to the development of national economy and to
maintain the value of Vietnamese currency in the inter
national monetary market.

In pursuing these goals,

National Bank is placed under the direction of a ten man
council of administration.

The governor and deputy gover

nor of the bank serve as president and vice-president of
the council respectively.

Four of the members are to be

competent in economic and financial matters, and the other
four are to be experienced in the fields of agriculture,
commerce, and industry.

The selection procedure of the

National Bank's council of administration is as follows:
Eight members [of the council] are appointed by
presidential decree for four years upon the recommen
dations of the Minister of Finande and the advice of
the Minister of Economy and the Governor of the
National Bank. A nonvoting participant in the coun
cil's meeting is the Cenceur who exercises general sur
veillance over the bank's operations, advises the bank
and also serves as an external auditor of the bank.
Both the governor and deputy governor are appointed by
presidential decree based on the recommendation of the
60

Decree Law No. 020/SLU, p. 5
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central executive committee after due consideration of
the matter by the council of ministers. Both are ap
pointed for a term of five years. They are to be per
sons of great integrity and experience in banking and
monetary matters.
In order to perform its daily activities, the
National Bank employs a staff of about 1,600 people who
are working in 16 departments.

These are Issue, Cash,

Foreign Relations, Foreign Aids, Credits, Research, Sta
tistics and National Income, Transfer, Foreign Exchange
Control, Training and Research, Administration, Social
Welfare and Retirement, Administration-Budget and
Accounting-Auditing, IBM, Legal, Post Auditing and Sta
tistics, the Bank Examination Staff, and two groups of
Internal Auditors.

These departments, in turn, are

grouped into five divisions and are headed by the director
general of banking operations, director general of foreign
exchange, the secretary general of the bank, the comp
troller, and the inspector general.

The internal struc

ture of the National Bank can be presented in Figure 1.
National Bank has no branches, as the two branches
at Hue and Dalat that were inherited from the Institut
d'Emission were closed in 1956.

It is believed that

National Bank has great influence on the formation of mone
tary policy of the state, but it is also subject to some
70

Robert F. Emery, The Financial Institutions of
Southeast Asia, A Country-by-Country study iNew York:
Praeger Publishers, 15705, p. 6 5 8 . -----
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restraints in its decision making powers.

Important deci

sions made by the governor are to be submitted to the coun
cil of administration.

Major monetary policies are to be

forwarded to the council on economy and finance, a cabinetlevel group, for discussion.

The council's decisions are

presented to the government for final approval.
man of the council is the prime minister.

The chair

Other members

include the minister of finance, the governor of National
Bank, the directorate general of the budget, and the re
spective ministers of economy, defense, communication and
post-office, public works, agriculture, labor, planning
71
and national development, and the secretary of state.
As with other expanding financial institutions,
National Bank of Vietnam has experienced a rapid increase
in its assets, especially in its capital.

From the origi

nal amount of VN $67 million which came from Vietnam's
share of the capital of the Institut d'Emission in 1955,
the National Bank's capital grew to a high level of
VN $13,490 million in 1974.72

This consists of VN $400

million paid-in capital, the rest is reserves and other
capital accounts.
The increase in total assets and liabilities ■, as
shown in Figure 2, also indicates the important role
71
Bulletin Economique, No. 05-06 (Saigon:
Bank of Vietnam, 1973J, p. 7.
72

Bulletin Economique, No. 03-04 (Saigon:
Bank of Vietnam, 1974}, p. 8l.

National
National

1961

1962

1963

1964

1965

Assets, Total
Gold and foreign exchange
Consolidated debt of Government
Advance to the Government
Temporary
Special
Advances to banks
Fixed assets
Other assets

19,225
6,137
10,681

21,578
5,360
10,681

25,463
6,109
10,681

30,224
4,750
10,681

51,190
6,031
10,681

79,769 109,370
24,050 26,001
10,681 10,681

2,020
750
275
170
2,322

4,650
750
331
174
2,768

10,950
750
205
175
2,713

28,100
750
147
183
5,298

33,423
0
5,604
341
5,669

Liabilities, Total
Notes in circulation
Deposits
Miscellaneous creditors
Provisions and reserves
Other liabilities

19,225
12,887
2,940
2,024
939
435

21,578
14,107
2,888
3,461
1,110
12

25,463
16,644
4,557
2,936
1,313
13

30,224
20,422
5,878
2,340
1,313
271

51,190
36,106
9,845
3,276
1,574
389

79,769 109,370
48,921 67,099
16,805 15,940
11,152 22,179
1,870
1*986
1,021
2,166

FIGURE 2.

600
750
521.
130
406

1966

1967

40,633
0
5,340
678
26,037

Assets and Liabilities of the National Bank of Vietnam, 1961-1974
(in million piasters)

Source: Bulletin Economique, No. 03-04, pp. 12-13. Exchange rates before June 17,
1966, VN $35 - U.5V fl.OV; 1968, VN $118 - U.S. $1.00; 1972, VN $465 - U.S. $1.00;
1974, VN $670 - U.S. $1.00.
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1968

1969

1970

1971

1972

1973

1974

Assets, Total
Gold and foreign exchange
Consolidated debt of Government
Advance to the Government
Temporary
Special
Advances to banks
Fixed assets
Other assets

157,539 196,791 249,654 335,165 365,178 473,314 482,255
26,078 21,241 17,611 18,892 105,970 101,670 103,333
10,681 10,681 10,681 10,681 10,681 10,681 10,681

Liabilities, Total
Notes in circulation
Deposits
Miscellaneous creditors
Provisions and reserves
Other liabilities

157,539 196,791 249,650 335,165 385,178 473,314 482,255
99,618 114,113 131,953 174,414 196,073 224,405 253,404
17,675 27,189 30,432 31,535 88,197 96,252 106,769
34,952 48,889 80,513 121,522 85,986 134,084 105,259
2,924
4,031
4,589
4,885
7,118
9,397 13,490
2,370
2,569
2,169
2,809
7,701
9,176
3,333

FIGURE 2.

93,278 122,996 160,096 209,303 209,685 291,709 297,081
0
0
0
0
0
0
0
984
8,531 16,455 14,848
1,912
2,596
1,166
773
801
1,093
1,475
1,156
2,298
1,850
25,745 39,160 56,552 92,411 35,714 50,949 53,994

Assets and Liabilities of the National Bank of Vietnam, 1961-1974
(continued)
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played by National Bank in controlling and channeling
credit operations.
As a central bank, National Bank of Vietnam has to
supervise and control the activities of all commercial
banks operating in the country in a way so that the general
monetary policy of the state can be promoted.

In order to

fulfill this function, National Bank has used different
instruments which are to be discussed in the following
section.
Monetary and Credit Control
The National Bank is vested with the power to use a
wide variety of monetary controls upon the private commer
cial banks and other financial institutions.

The measures

usually taken include the use of cash-reserve requirements,
security-reserve requirements, qualitative controls on re
discounts, graduated rediscount rates, control on the level
of interest rate for loans and deposits, control on inter
bank borrowing, advance import deposit requirements, and
moral suasion.

Between the period of 19S5 and 1964, the

change in cash-reserve requirements was used by the National
Bank as the main instrument in monetary and credit control.
But since 1965, the security-reserve requirements, quali
tative rediscounting, and penalty rediscount rates were
also employed.
This list of measures taken by the National Bank
as described is comprehensive, but not exhaustive.

Other
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tools used to carry out the National Bank's regulatory and
supervisory functions are discussed below.
Regulatory Powers and Supervision
The National Bank has vast regulatory powers which
include bank supervision, examination, and approval of new
banks, new branches, change in location, change in capital
and name, and bank merger.

For the establishment of new

banks, the approval of the ministry of finance is also
needed.

The National Bank's supervisory function is car

ried out by the inspector general and his staff. About
73
every two years, each of the 32 banks
operating in the
country is examined.

In addition, a bank can be examined

at any time deemed necessary.

Monthly reports submitted

by the banks are also required and are examined by the bank
inspector and his staff.
Other functions performed by the National Bank in
clude issuing of bank notes and coins, serving as fiscal
agent for the government, handling gold and foreign ex
change operations and controls, maintaining accounts for
foreign governments, embassies, consulates and aid mis
sions, handling government security issues, assisting the
development of certain financial institutions, and advising
the government on economic and financial matters.
The functions of the National Bank, together with
73
Annual Report. Fiscal Year 1973 (Saigon:
Bank of Vietnam, 1

National

62
\.

its objectives, organization, and establishment presented,
provides one with some basic knowledge of the environment
within which the selected departments operate.
THE IBM AND THE AFFECTED DEPARTMENTS
This section will attempt to delineate the IBM and
a number of affected departments within the National Bank.
In pursuing this purpose, a historical sketch of these
departments along with their functions and organization are
presented.

In addition, the relationship between the IBM

department and the affected departments is also discussed.
IBM Department
Established in 1966, the IBM department acts as an
automatic data processing center and a main accounting sec*
tion.

It has been said that 80 percent of the IBM depart

ment's time has been reserved for the services of other
affected departments of the National Bank.
The Accounting Section was established in 1955 when
National Bank was founded.

Its main duty was to collect

data and accounting records related to all banking trans
actions and manually process them.

After two years in

operation this section acquired some accounting machines,
and was then renamed Mechanized Accounting Section.
In order to respond to the growth of the National
Bank, and to alleviate the complexity of its operations,
in 1966 most of the important sections of the National Bank
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were elevated to the rank o£ department, and the IBM depart
ment was officially established.

Regardless of the name

it had, this department did not have any computing machines
to work with.

But in 1968, the IBM 360/20 computer was

introduced, replacing the old accounting machines.

In

addition, several IBM/026 card punches, two or three
IBM/056 verifiers, one IBM/082 card reader, one IBM/514
duplicator, and two IBM/421 printers were added.
1968, more machines were purchased.

After

By the end of 1970,

the input devices included an IBM 2501/A02 card reader,
an IBM 2415/2 magnetic tape unit and control, and an
IBM 2311/11 disk storage drive.

In addition, an IBM
n j
|

1403/NI printer was also added as an output device.
Although the IBM 360/20 computer currently used at
the National Bank is not as fast as the latest models used
elsewhere, its significance in this environment should not
be underestimated.

The IBM 360/20 computer can satisfy

the broadest system of users from very small to very
large; scientific, commercial systems and real-time; single
user to large multiprocessor serving many concurrent users.
With the assistance of the computer, the IBM department
was able to accomplish many tasks as prescribed by its
functions.

According to Decision No. 0311/NV/1304/318-C,

the functions of the IBM department can be specified as
follows:
^Department of Administration, op. cit., pp. 4-5.

1. Perform the bookkeeping for all departments and sec
tions of the National Bank, establish daily records,
general accounting, balance sheet, and annual income
statement;
2. Perform accounting and statistical work for govern
ment agencies and public or semi-public corporations
upon the permission of the governor of the National
Bank;
3. Study and computerize all complex activities of
National Bank's departments and sections so that the
statistical and accounting works are done satisfac
torily; and
4. Upon the instructions of the comptroller of the
National Bank, devise appropriate statistical and
accounting systems for National Bank's departments
and sections, and suggest necessary changes for
those systems.75
In order to accomplish these functions and carry
out its daily tasks more effectively, the IBM department
is divided into sections, bureaus and units.

The organi

zational structure can be seen in Figure 3.
As indicated by its functions, the IBM department
has to work closely with a number of departments.

There

fore, as the installation of the computer was a techno
logical change in the IBM department, several client or
user departments were likewise directly affected by this
technological change.

A brief description of these af

fected departments follows.

^ Decison No. 0311/NV/1304/318-C (Saigon:
Bank of Vietnam, 1972), p. S.
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Computer Affected Departments
This section describes the selected departments
where the subjects of the survey worked, and how the opera
tion of these departments was affected by the technologi
cal change.

In an effort to keep the names of these depart

ments anonymous, letters are used when these departments
are mentioned.
It is believed that when a change took place in one
part of the organization, its influence may permeate
throughout the others.

An interview with officials fami

liar with technological change at the National Bank re
vealed that the installation of the IBM 360/20 computer
may have affected nearly every section of the bank.

Due

to the time and space limitations, only the most affected
departments will be included in this research.

The volume

of work done by computer for each department may be used
as criteria in distinguishing the most affected from the
least affected departments.

76

There are four departments considered to be the most
affected by this technological change.

Under the disguised

names, they are called department A, B, C, and D respec
tively.

Based on the fact that the internal structure of

these departments is not much different from that of the
IBM department, a presentation of an organizational chart
76

Interviews with a number of officials of National
Bank of Vietnam, Saigon, July, 1971.
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for each department is not needed.

However, a sketch of

each department's functions and how each is related to the
computer are to be described.
The first to be described is department A.

Its main

function is to advance credits to commercial banks as well
as to central government and other public agencies, and to
keep appropriate officials of the National Bank informed of
the credit situation of these customers.

For this purpose,

the department provides respective officials with the
periodic statistical reports on the matter.

This job re

quires cooperation between department A and the IBM depart
ment.

The staff of department A collects the data, codes

and forwards them to the IBM department where these data
are to be keypunched, stored, and processed.
sent back to department A.

Results are

Whenever new data arrive, this

cycle will be started all over again.

The procedure de

scribed may be applied to other departments as well.
Department B, on the other hand, is in charge of
all import transactions which are paid by American dollars
under the economic aid program.

All documents and records

related to these matters are computerized.

The process

would be the same as described in department A.
The main function of department C is to handle all
transactions related to the purchase or sale of foreign
currencies for import, export and transfer.

In this re

spect, the computer is used to prepare the report on the
situation of foreign exchange as well as to furnish
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information for the preparation of National Bank's balance
of receipts and payments derived from these transactions.
The responsibility of department D is to supervise
the reserve divisions of all commercial banks, and to con
trol the amount of physical cash available in the National
Bank.

This involves a great volume of data, the assistance

of a computer therefore is needed.
Other departments may also be affected by the tech
nological change, but the degree of influence seems not to
be so substantive.

Therefore, they are not included in

this survey, and need not be discussed.
In summary, the introduction of the IBM 360/20 com
puter into National Bank has affected the operation of a
number of departments at the bank.

This effect in turn may

have influenced the attitudes of its employees.

The up

coming chapter provides the results indicating the reaction
of employees at the National Bank to this type of techno
logical change.

CHAPTER V

PRESENTATION AND ANALYSIS OF RESULTS
This chapter is divided into two parts.

First,

sampling procedure and sample characteristics are dis
cussed.

Second, results of the investigation are pre

sented and analyzed.
SAMPLING PROCEDURE AND SAMPLE CHARACTERISTICS
Three hundred non-supervisory employees working in
five departments of the National Bank of Vietnam and
living in Saigon and the Cholon area of South Vietnam were
selected as subjects for the study.

A questionnaire about

general change and the specific change resulting from the
computer installation was distributed/to those employees.
The questionnaire survey used in this research appears in
Appendix A.

Questionnaire materials employed in the study

were mostly drawn from similar research done in the United
States with the hope of obtaining favorable conditions for
77
later comparison.
Care was taken in translating and con
structing the questionnaire so that prospective respondents
77
Don A. Trumbo, "Analysis of Attitudes Toward
Change Among the Employees of an Insurance Company" (unpub
lished Ph.D. Dissertation, Michigan State University,
1958), Appendix B, pp. 203-225.'
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would not have any problem in understanding and completing
it.
Fifteen Vietnamese students at various education and
age levels at Louisiana State University, Baton Rouge cam
pus, were used for the pre-test.

It took them from 15 to

20 minutes to read the instructions and answer the ques
tions.

When the pre-test session was completed, the par

ticipants were asked to comment.

They indicated that in

general they did not have any difficulty in terms of under
standing and completing the questionnaire, but some minor
modifications in the wording were recommended.

Based on

these suggestions, corrections were made before the survey
instrument was sent to Vietnam and distributed to the
sample group.
To collect the data, three Vietnamese students at
Saigon University who had had some experience in conducting
surveys were asked to assist the writer.

These student

workers were instructed to emphasize to the participants
the academic purpose of this study, and the confiden
tiality of the results.

The questionnaire was delivered

to their residences by the student workers.

The completed

questionnaire was put in an envelope provided, sealed, and
picked up the next evening by the same person.
The preliminary results showed that out of the
three hundred employees that received the questionnaire,
two hundred and twenty-six answered.

Among those who
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replied, 50.89 percent were female and 49.11 percent were
male.

The average age of the sample was 32.

The length

of time in which a respondent reported to be associated
with a specific department was a median of 88 months.

When

asked about their education, 79 percent said that they
finished high school, 20 percent did not.

Among those who

had already earned a high school diploma, 20 percent indi
cated that they had some college education, and 10 percent
said they were college graduates.

In terms of training

received, 20 percent reported that they had some, but the
kind of training was not specified, while 80 percent said
they did not.

The importance of these various aspects

upon employee behavior toward technological change will be
analyzed in this chapter.
RESULTS FROM THE INVESTIGATION
This section describes the procedure used in evalu
ating items used to form the index of change.

It also pre

sents the results found on the basis of the hypotheses pre
sented in Chapter I.

The primary statistical method used

to evaluate the data obtained was the analysis of variance.

78

To serve as a dependent variable in assessing the
employee's attitude toward change, a set of Likert-type
78
The statistical method used in this study was taken
from Wilfred J. Dixon and Frank J. Massey, Jr., Introduction to Statistical Analysis (New York: McGraw-Hill Book
C ompariy” 1337) . -----------
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scales consisting of nine items which was designed by
Trumbo was utilized (see Appendix A).

The responses to

these items were combined to form an index of change.

A

scale score from 1 to 5 was assigned to each alternative
of the items.

A score of 1 indicates a negative response,

2 a negative-neutral response, 3 a neutral response, 4 a
positive-neutral response, and 5 a positive response to
change.

The responses to these items were coded and key

punched on IBM cards together with other personal data.
Scores for all of these items were added to yield an indi
vidual change scale score.

It should be noted that in

order to use these items as an index of change, the con
sistency and validity among them should be tested.
Validation of the Index of Change
To determine the logical validity of the index of
change, the relationship between individual item and total
79
scores was assessed.
This was done by comparing the item
scores of upper and lower groups selected from the distri
bution of change scores by employee.

For each item, the

mean scores for the upper 25 percent and the lower 25 per
cent of the sample were computed and compared.

A "t" test

was used to evaluate the significance in the difference
79

B.
F. Green, "Attitude Measurement," Handbook of
Social Psychology, ed. G; Lindsey (Cambridge, Mass.:
Addison-Wesley, 1954), p. 351.
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between items means associated with each group.
nine items can be seen in Appendix A.

These

Table 1 presents

the average item scores computed for each group and the
differences of the means tested for statistical signifi
cance .
Table 1
ANALYSIS OF ITEMS FORMING THE INDEX OF CHANGE

Items

1
2
3
4
5
6
7
8
9

Mean Item Scores
Upper 25%
Lower 25%
(Nx = 56)
(N2 - 56)
4.26
2.45
4.09
4.23
4.14
2.50
4.07
4.38
4.07

3.77
1.89
3.60
3.50
3.03
1.98
2.65
3.29
3.17

*
a
Statistic
4.70
3.97
3.47
8.82
8.43
3.70
15.0
7.57
7.14

aAll are significant at the .05 level.
Results presented in Table 1 show a statistically
significant difference between item means associated with
upper and lower groups.

This indicates the existence of a

degree of internal consistency among the items which make
up the index of change.

Since the combination of these

items serves as the index of change, the responses to
these items may provide some meaning for the explanation
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of employee attitudes toward change.

Responses to the

items that make up the index of change can be seen in
Table 2.
Table 2
RESPONSES TO THE INDEX OF CHANGE
(In frequency)
^Alternative
Items n .
1
2
3
4
5
6
7
8
9

A
Positive

B
PositiveNeutral

1
37
6
0
0
28
0
1
1

2
171
2
1
24
162
40
18
40

C
Neutral
15
6
13
0
26
7
35
10
54

E
D
Negative- Negative
Neutral
16
1
9
15
8
1
25
20 ,
9

192
11
196
210
168
28
146
177
122

By reviewing Table 2, one may notice a great concen
tration of the response on alternatives "B" and "D".

This

indicates an attitude of less than complete willingness to
change among the subjects.
It has been assumed that the employee who favored
the change should obtain a high score on his change scale.
Consequently, those who are ready for change, as indicated
by their change scores, should respond more favorably to a
specific change occurring in their work routines.

Such a
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change occurred as a result of the installation of the IBM
360/20 computer in the National Bank of Vietnam.

Question

10 asked employees to indicate if any change had taken
place in their job due to the technological change (see
Appendix A).

Frequency of employees responding to each

alternative of this question is presented in Table 3.
Table 3
RESPONSES TO QUBSTION 10
(In frequency)
B
C
D
E
F
Promoted Transferred Greatly Noticeably Slightly Not
Changed
Changed
Changed Changed
10

35

37

5

57

81

11

A follow-up question was used to find out how the
employees reacted to the change or lack of change perceived
in their job (see Appendix A).

Results can be seen in

Table 4.
Table 4
RESPONSES TO QUESTION 11
(In frequency)

11

A
Like
Very Much

B
Like

0

22

C
D
Indifference Dislike

14

159

E
Dislike
Very Much
31
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Data in Table 3 indicate that the majority of em
ployees perceived little.or no change in their job (alter
natives D, E, F). Table 4, however, suggests that most of
them were unfavorable to the change or lack of change
(alternatives D and E).

In other words, those subjects

who responded "dislike" or "dislike very much" in question
11 might have indicated a change or no change in question
10.

Based on this information, one can make a comparison

of mean change scores among the subgroups included in two
major classifications:

change and no change.

It is be

lieved that if the index of change can be used to measure
employees' attitudes toward technological change as well,
then the following hypothesis may be formulated:

employees

who perceived change in their jobs as a result of the tech
nological development, and responded favorably to this
change, should have a higher score on the change scale
than those who were indifferent or disliked the change.
To test this hypothesis, subjects responding to
question 10 were dichotomized into two groups, those who
perceived change (alternatives A, B, C, D, E), and those
who did not (alternative F). These two groups, in turn,
were divided into "like" (alternatives D, E), "indifferent"
\

(alternative C), and "dislike" (alternatives A, B) on the
basis of responses to question 11.

The mean change scores

were computed for these subgroups, and the analysis of
variance was performed.

Results are shown in Table 5.
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Table 5

COMPARISON OF MEAN CHANGE SCORES FOR SUBGROUPS
FORMED ON THE BASIS OF QUESTIONS 10 AND 11
^\Group
Variable^.

Change (Alt. A.B.C.D.E)
No Change (Alt. F)
Like Indifferent Dislike Like Indifferent Dislike

N

21

165

Mean
Change
Score

33.60

32.00

Test
Statistic3

F

5

25

33.00 31.00

12.10

aLevel of significance:

9

1

32.00

35.00

t ® 1.63
.05

It is evident that employees who perceived change
and responded favorably to it had a mean change score
higher than those who said they were "indifferent" or "dis
liked" the change.

An "F" ratio of 12.10 indicates a sta

tistical significance at the .05 level.

The null hypothe

sis of no difference in means among the groups who per
ceived change was rejected.
Since only one subject responded "dislike" in the
category of "no change," the difference in mean change
scores between "like" and "indifferent" groups is not sig
nificant at the .05 level with a "t" value of 1.63.
sults under consideration are inconclusive.

Re

Differences

in responses to the lack of change may be unrelated to a
general attitude toward change.

Nevertheless, the index

of change can be used to test the hypotheses related to
employees' attitudes toward technological change.
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RESULTS OF THE TEST OF HYPOTHESES
The three major hypotheses that appeared in Chapter I
were tested and results are presented below.
Results of the Test of Hypothesis 1
Hypothesis 1 assumed a relationship between the ac
ceptance of change and the degree of job commitment by the
employee.

Job commitment includes the length of service

or tenuref social relationship among members, economic need
of the individual, and the age of employee.

The influence

of these aspects upon employee's attitude toward change was
evaluated; results are discussed in the order mentioned.
Tenure.

It was predicted that there would be a

negative relationship between employee's tenure and his
reaction to change.

In order to test this hypothesis, sub

jects were asked to indicate how long they had been working
in the present department.

The instrument used to obtain

the data needed is included in the biographical data sheet
shown in Appendix A.

The length of time an employee was

associated with a specific department was converted into
months.

Respondents were divided into two groups of long

and short tenure.

The median of 88 months was used to dif

ferentiate these groups.

Mean change scores were computed

for each group, and a "t" test was performed which yielded
a value of .37.

Based on this result, the null hypothesis

of no difference between two means was accepted at the .05
level of significance.

Table 6 summarizes data resulting

from the test.
Table 6
COMPARISON OF MEAN CHANGE SCORES
FOR LONG AND SHORT TENURE GROUPS
Variable

N

Mean Change
Scores

Long Tenure
(88+ months)

132

30.64

Short Tenure
(88- months)

94

30.51

Group

Tenure

Test
Statistic

t - .37

aLevel of significance:

.05

Group Cohesiveness. With regard to the effect of
the cohesiveness variable upon employee attitude toward
change, it was hypothesized that employee acceptance of
change was negatively related to the degree of cohesive
ness existing in his work group.

To measure the degree of

cohesiveness which one might have, five items originally
designed by Seashore and used by Trumbo were included in
80
the questionnaire survey.
A scale ranging from 1 to 6
was used.

A value of 1 indicated a negative response, and

6 indicated a positive response.
80

By summing the item

S. E. Seashore, Group Cohesiveness in the Indus
trial Work Group (Ann Arbor, Mich.: University of Michigan,
Institute for Social Research, 1954), pp. 119-120.
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scores, an index of cohesiveness was obtained.

Thus a high

score represented a high degree of cohesiveness, and a low
score indicated less cohesiveness.

Frequency of employees'

responses to these items can be seen in Table 7.
Table 7
RESPONSES TO INDEX OF COHESIVENBSS
(In frequency)

V ALT

A
Agree
Very Much

B
Agree
on the
Whole

C
Agree
a Little

0

65
6
19
19
19

79
21
152
155
153

Item\
29
30
31
32
33

0
27
28
28

F
D
E
Disagree Disagree Disagree
a Little on the Very Much
Whole
72
80
28
24
26

10
105

14
---

A review of Table 7 shows that the majority of re
sponses was to alternatives B, C, and D which indicated a
low degree of cohesiveness existing among the subjects.
Intercorrelations among the items are presented in
Appendix B.

They are of sufficient magnitude to justify

their combination as an index of c o h e s i v e n e s s . T h e s e
coefficients are very similar to those obtained by Sea
shore.
In order to test the hypothesis relating to the

81Trumbo, op. cit., p. 120.
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effect of cohesiveness group upon employee attitude toward
change, subjects were divided into low and high groups on
the basis of their score obtained from the index of cohe
siveness.
value.

The differentiation was based on the median

A mean change score was computed for each group,

and the "t" test was used.

Results are shown in Table 8.
Table 8

COMPARISON OF MEAN CHANGE SCORES
FOR LOW AND HIGH COHESIVE GROUPS
Variable

Cohesive
GrouP

Group
High
Cohesiveness
Low
Cohesiveness

N

Static*

70

30.15
t - -1.51

156

aLevel of significance:

30.78
.05

Data presented do not support the prediction of
negative relationship between group cohesiveness and em
ployee attitude toward change.

The null hypothesis there

fore was accepted at the .05 level of significance.
Economic Need.

It was predicted that the higher

the degree of economic need one might have, the more ready
he is for change.

To determine the degree of economic

need associated with eachemployee,

an economic need index

consisting of three items, as shown in Appendix A, was
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formulated.
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The score of 1 was assigned to the first

category of response "yes", and 2 to response "no".

To

determine the existence of homogeneity and consistency
among these items, a correlation test was made.

The coef

ficients were of sufficient magnitude, therefore, these
items can be combined to serve as an index of economic
need (see Appendix C). The score of economic need index
was obtained by summing the scores of these items.

Dis

tribution of the score of the economic need index ranged
from 3 to 6.

The median was used to distinguish the high

from the low group.

Low scores indicate a high degree of

economic need, and high scores indicate low economic need.
The mean change scores were computed for these groups, a
"t" test was used.

Results can be seen in Table 9.
Table 9

COMPARISON OF MEAN CHANGE SCORES FOR
LOW AND HIGH ECONOMIC NEED GROUPS
Variable

Economic
Need

Group
High
Economic Need
Low
Economic Need

N

83

Test
Statistic

2.71
t ■ .83

143

aLevel of significance:

82

Mean Change
Scores

2.41
.05

Items 34 and 35 as parts of the economic need
index were drawn from Trumbo's index of job involvement.
Trumbo, op. cit., p. 103.
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Based on the test, the null hypothesis o£ no differ
ence between the two means was accepted at the .05 .level
of significance.

The prediction of a positive relation

ship between one's economic need and his attitude toward
change was not supported by the data.
Employee Age.

It was hypothesized that there is a

negative relationship between employee age and employee
attitude toward change.

In order to test this hypothesis,

five age groups were formed on the basis of birth date
provided by employees on the biographical data sheet.
Those who were between 21 and 25 years of age were classi
fied as group 1; between 26 and 29, group 2; between 30 and
34, group 3; between 35 and 44, group 4; 45 and over,
group 5.
group.

The mean change score was computed for each
The "F" test was used and the results are shown

in Table 10.
Table 10
COMPARISON OF MEAN CHANGE SCORES FOR
DIFFERENT AGE GROUPS OF EMPLOYEES
Variable

Group

N

Age
(in years)

21-25
26-30
31-35
36-45
45+

53
69
32
41
31

aLevel of significance:

Mean Change
Scores
31
30.54
30.50
30.05
30.77
.05

Test
Statistic

F - .87
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An "F" statistic of .87 indicates significance in
the difference between the mean change scores of age
groups at the .05 level.

The prediction of a negative re

lationship between age of employee and his attitude toward
change therefore was not accepted.
In summary, the prediction of a relationship between
certain variables specified in Hypothesis 1, and employee
attitude toward change was not supported by the data.

The

following section will present the findings and analyze
the results from the test of Hypothesis 2.
Results from the Test of Hypothesis 2
Hypothesis 2 predicted a relationship between an em
ployee's job adaptability and his attitude toward change.
Variables included in job adaptability are education level,
training, concept of authority, and sex.

The effects of

these variables upon employee attitude toward change were
evaluated.

Results are presented according to the order

specified.
Education. To obtain information needed to test
the hypothesis of a relationship between an employee's
education level and his attitude toward change, subjects
were asked to indicate the years of formal education re
ceived.

The instrument used to collect the data was in

cluded in Appendix A.
Employees were divided into four groups:

less than
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high school as group 1; high school, group 2; some college,
group 3; college, group 4.

The mean change scores were

computed for these groups.

An "F" test for the difference

in means among these groups was made.

Results can be seen

in Table H .
Table 11
COMPARISON OF MEAN CHANGE SCORES
FOR DIFFERENT EDUCATION GROUPS
Variable

Group

N

Mean Change
Scores

Less than
High School

50

30.74

High School

105

31.07

Education

Test
Statistic

F = 5.02
Less than
College

38

29.30

College

32

30.37

aLevel of significance:

.05

With an "F" ratio of 5.02, the null hypothesis of
no difference between the means associated with educa
tional level groups was rejected at the .05 level of sig
nificance.

It should be noted that the direction of mean

change scores among these groups is not consistent, i.e.,
the mean change score does not decrease as educational
level increases or vice versa.

The "t" tests between the

difference in means of groups 1 and 2, groups 3 and 4, and
groups 4 and 1 indicate that they were not significant at
the .05 level.

However, comparison of the means of groups
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2 and 3 yielded a "t" value of 4.05 which was significant
at the .05 level.

Interpretation for the inconsistency

appearing among the means of educational level groups is
discussed in Chapter VI.
Training.

It was predicted that there is a positive

relationship between an employee's training and his atti
tude toward change.

To obtain information needed for the

test of this hypothesis, subjects were asked to indicate if
they had had any training before or during the period in
which the computer was installed (see biographical data
sheet, Appendix A).

On the basis of responses received,

two groups were formed:
without.

those with some training and those

The mean change score for each group was computed

and the "t" test was made.

Results can be seen in Table 12.

Table 12
COMPARISON OF MEAN CHANGE SCORES FOR
THE GROUPS WITH AND WITHOUT TRAINING
Variable

Group
With Training

N

stI ^ tica
46

30.74

Training

t » 1.82
Without
Training

180

aLevel of significance:

29.98
.05

Data show a statistical significance at the .05
level, therefore the contention of a relationship between
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an.employee’s training and his acceptance of change was
not supported.
Dogmatism. With regard to this variable, it was
predicted that the more submissive one is the less resis
tant he is.

To determine the degree of submission asso

ciated with a subject, the dogmatism scale designed by
83
Rokeach was utilized.
This scale consists of 40 Likerttype items.

Due to the limitation of time and purpose of

this study, application of the entire 40 item scale seemed
to be impractical.

An abbreviated dogmatism scale consist

ing of 14 items was formed (see Appendix A). A scale
ranging from 1 to 6 was assigned to the alternatives of
each item.

The alternatives ranged from "agree very much"

to "disagree very much."

Abbreviated dogmatism scores

were simple summations of the 14 item scores.

Two cri

teria were employed in selecting items from the larger
dogmatism scale.

First, items considered to be relevant

to the purpose of this study were selected.

Second, items

selected could not arouse any undue suspicion about the
purpose of the questionnaire.
The internal consistency among the items forming the
abbreviated dogmatism scale was tested.

The upper 25 per

cent and the lower 25 percent of the sample were formed
83
M. Rokeach, "Political and Religious Dogmatism:
An Alternative to the Authoritarian Personality." Psychological Monograph. Vol. LXX, No. 425 (1956).
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based on the distribution of employees1 scores.
scores were obtained for each group.

Mean item

The "t" test was

used to determine if the difference in mean item scores
associated with each group was significant.

Table 13 pre-

sents the results.
Table 13
ITEM ANALYSIS DATA FOR THE FOURTEEN TRIAL ITEMS
DESIGNED FOR INCLUSION IN THE
ABBREVIATED DOGMATISM SCALE

Items

15
16
17
18
19
20
21
22
23
24
25
26
27
28

Mean Change Score
Upper 25*
Lower 251
(Nx = 56)
(N2 - 56)
4.62
3.66
4.10
4.69
4.50
4.40
4.90
4.84
3.09
3.70
4.64
5.58
2.56
2.72

-

2.93
2.52
3.70
3.79
2.62
2.88
3.62
3.44
2.50
2.52
2.50
4.72
1.08
1.06

Statistica
13.60
5.06
5.60
5.96
12.00
8.85
10.84
11.52
2.47
4.50
13.50
8.36
8.44
4.68

aAll are significant at the .05 level.
Data presented indicate that the null hypothesis of
no difference between item mean scores was rejected at the
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.05 level of significance.

A degree of internal consis

tency among these items therefore exists.

The contention

that the 14 selected items may be combined into the abbre
viated dogmatism index was accepted.
In order to test the effect of the concept of
authority or “the submissive character associated with the
employee and his attitude toward change, high and low dog
matism groups were utilized.

The median value was used to

differentiate the scores associated with subjects in each
group.

The mean change scores were computed for each

group.

A "t" test was made and the results can be seen in

Table 14.
Table 14
COMPARISON OF MEAN CHANGE SCORES FOR
LOW AND HIGH DOGMATISM GROUPS
Variable

Group
High Dogmatism
Group

N

Mean Change
Scores

83

Test
Statistic

31.72

Dogmatism

t ■ 5.50
Low Dogmatism
Group

143

aLevel of significance:

29.92
.05

With a "t" value of 5.50, the null hypothesis of no
difference in mean change scores among two dogmatism groups
was rejected at the .05 level of significance.

The predic

tion of a positive relationship between the concept of

authority and employee acceptance of change therefore was
supported by the data.
Sex.

Due to the cultural difference, this study

assumed a relationship between sex and attitude toward
change.

To test the prediction, respondents were divided

into two groups on the basis of sex.

Information on sex

of employees was obtained from the question included in
the biographical data sheet.

The mean change score was

computed for each group, and a "t" test was applied.
Table 15 presents the results.
Table 15
COMPARISON OF MEAN CHANGE SCORES
FOR MALE AND FEMALE GROUPS
Variable

Group

N

stT
a&

Male

111

30.27

Female

115

30.88

Sex

tlca

t ■ -1.80

aLevel of significance:

.05

With a Mt" value of -1.80, no statistical signifi
cance in difference between the msans of the two groups
existed at the .05 level.

The null hypothesis of no dif

ference in attitude toward change among male and female
employees therefore was accepted.
Based on the results from the test of Hypothesis 2,
one may conclude that employee education level and concept
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of authority had some degree of relationship with his ac
ceptance of change.

The prediction of a relationship be

tween other variables, namely training and sex, and employee
acceptance of change was rejected.
The effects of other variables included in Hypothe
sis 3 are discussed in the following section.
Results from the Test of Hypothesis 3
It should be noted that the analysis thus far has
basically dealt with change as a generic term.

It is un

certain that an employee who favored change in general
would be ready for a specific change regardless of its ef
fects.

The relationship between the effects of the techno

logical change upon different needs of the employee and his
attitude toward change therefore was predicted.

These

needs include the employee's aspirations for status or his
chance for promotion, job responsibility or self-expression,
and the degree of job variety.
Effect of Technological Change upon Promotion Oppor
tunity.

It was hypothesized that there would be a relation

ship between employee aspirations for status or promotion
and his reaction to change as a result of technological
development.

To collect the data needed, employes were

asked to indicate if there was any change in their promo
tion opportunity since the computer was introduced.

The

alternatives of responses ranged from "very much change"
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to "much less change."
scores from 1 to 5.

They were assigned a scale of

A follow-up question was designed to

find out how subjects reacted to this change or the lack
of change (see questions 12A and 12B, Appendix A).
It was hypothesized that among those employees who
said their promotion opportunity had improved, those who
responded most favorably had a higher mean change score
than those who replied less favorably.

Among those who

indicated their chance for promotion had not changed'or
had decreased, those who responded "dislike" and "dislike
very much" were more favorable to change than those who
replied "like very much" and "like."

The mean change

score for each subgroup was computed.

The results of an

analysis of variance can be seen in Table 16.
Table 16
COMPARISON OF MEAN CHANGE SCORES FOR SUBGROUPS
RESPONDING TO THE PROMOTION OPPORTUNITY
How have your chances for promotion to a better job
changed since the computer was introduced?
How do you
feel about
this?
N
Mean Change
Score
Test
Statistic

No Change or Decrease
Increase
Don’
t
Care
Like
*
n««n. Dislike 6
Like
Like
or
Uke
£?.
Dislike
Very Much
Very Much
Dislike Very Much
55
29.66

0

10

0

26.10

24
32.18

11

30.44

33.00

F - 18.85

t - 4.62

aLevel of significance:

126

.05

The "t" value of 4.62 indicates that the difference
in mean change scores among subgroups in the "increase"
category was significant at the .05 level.

The null hypothe

sis of no difference between the two subgroups' means was
not accepted.

It may be concluded that those who aspired

for more status, thereby favoring an increase in promotion
opportunity, were more ready for change than those who re
sponded "don't care" or "dislike."
For the "no change" or "decrease" category, the dif
ference was in the predicted direction.

Those who re

sponded least favorably had a higher mean change score
than those who said "like" or "don't care."

The analysis

of variance made for the means of these groups yielded an
"F" ratio of 18.85 which indicates that the difference was
significant at the .05 level.

However, there was an incon

sistency between the means of "dislike" and "like" groups.
The "t" test for various pairs of means therefore was per
formed.

With a "t" value of .83, the difference in means

between "like" and "dislike" groups was not statistically
significant.

But the analysis of variance made for the

means of "don't care" and "dislike" groups yielded a "t'J
value of 2.88 which was significant at the .05 level.

The

null hypothesis of no difference in means between "like"
and "dislike" subgroups therefore was rejected.

An expla

nation for this inconsistency may be found in Chapter VI.
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Effect of Technological Change Upon Job Responsi
bility.

It was predicted that those who were eager to ful

fill their need for achievement or self-expression were
more ready to accept the change which provided them with
more job responsibility.

On the basis of this assumption,

one may hypothesize that among those who indicated that
the responsibility demanded by their jobs had increased,
those who responded favorably to the change had a mean
change score higher than those who did not like such a
change.

Among those subjects who felt "no change" or "de

crease" in the amount of responsibility, those who re
sponded "dislike" had a mean change score higher than
those who replied "like" or "don't care."

Results of the

test of hypothesis are presented in Table 17.
Table 17
COMPARISON OF MEAN CHANGE SCORES FOR SUBGROUPS
RESPONDING TO CHANGE IN JOB RESPONSIBILITY
How has the amount of responsibility demanded by your
job changed since the computer was introduced?
How do you
feel about
this?
N
Mean Change
Score
Test
Statistic

Increase
Decrease or No Change
...
Don't Care Like $
Dislike 6
Like
* Dislike.
v “ E L u Like
or
Very Much
Dislike Very Much Care Very Much
7

110

32.87

29.50

94

4
28

31.57

6

30.86

33.40

F - 2.84

F = 5.77

aLevel of significance:

5

.05
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With an "F" statistic of 5.77, the hypothesis of no
difference among the groups' means included in the "in
crease" category was rejected at the .05 level of signifi
cance.

Since the mean change scores of the subgroups in

cluded in this category differed significantly and consis
tently, the following conclusion may be stated.

Employees

who liked the increase in their job responsibility had more
favorable attitudes toward change than those who disliked
it.
The analysis of variance made for the second cate
gory provided an "F" ratio of 2.84 which indicated no sta
tistically significant difference in means among the sub
groups at the .05 level.

The hypothesis also predicted a

significant difference in mean change scores among the two
extreme subgroups.

However, at the .05 level of signifi

cance the "t" value of 1.26 did not support the contention.
It may be concluded that those employees who dis
liked the decrease in their job responsibility as a result
of the technological change, may not respond to the change
differently from those who liked it.

Explanations on em

ployee attitude in these categories are offered in Chapter
VI.
Effect of Technological Change Upon Job Variety.

It

was hypothesized that those employees who were tired of .
doing repetitious work would be favorable to an increase
in their job variety.

On the basis of this hypothesis, one
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may suggest that among those employees who felt the amount
of variety in their jobs had increased, those who re
sponded more favorably had a higher mean change score than
those who responded less favorably.

Among those who indi

cated that the variety in their job had remained the same
or had decreased, those who said "dislike" had a mean
change score higher than those who said "don't care" or
"like."

Data derived from the comparison of mean change

scores among the subgroups in two categories are presented
in Table 18.
Table 18
COMPARISON OF MEAN CHANGE SCORES FOR SUBGROUPS
RESPONDING TO CHANGE IN JOB VARIETY
How has the degree of variety in your job changed
since the computer was introduced?
How do you
feel about
this?
N
Mean Change
Score
Test
Statistic

Decrease or No Change
Increase
..v.
Don't Care
Like
Dislike
Very Much Lik*
Very Much
Very Much
7

5

32.28

30.60

79
30.20

F = 1.81

aLevel of significance:

6

125

4

32.00

30.58

32.25

F « 1.91
.05

Table 18 suggests an increasing trend in mean change
scores among the subgroups of employees who are in the "in
crease" category.

However, with an "F" statistic of 1.81,
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the null hypothesis of no difference in mean change scores
among these subgroups was accepted.
The analysis of variance made for the means of the
subgroups existing in the second category yielded an "F"
ratio of 1.91.

A "t" test for difference in means among

the two extreme subgroups provided a value of .75 which
indicated that the null hypothesis of no statistical dif
ference in mean change scores among these subgroups was
accepted at the .05 level of significance.
In summary, findings from the test of the effect of
technological change upon the variety aspect of the job
indicated that employee reaction to change was not related
to the need for an increase or decrease in the variety of
the work comprising the job.
On the basis of the results found from the test of
Hypothesis 3, the following tentative conclusion may be
reached.

With regard to promotion opportunity, employees

seemed to show a favorable attitude toward change when
they said they liked the increase in their chance for pro
motion and disliked the decrease in their opportunity for
advancement.

In terms of responsibility or self-expression,

the reaction of employees was in the predicted direction.
Those who said they liked the change had a favorable atti
tude toward the "increase" in their job responsibility,
and those who said they disliked the "decrease" or "no
change" showed an unfavorable attitude toward it.

The

change in the variety of job, however, had a reverse ef
fect upon employee attitude.

In both categories, "increase

and "decrease," the attitude toward change among two ex
treme subgroups was not different.
Based on the results found in this chapter, the fol
lowing conclusions may be stated.

Although Hypotheses 1

and 2 dealt with change in a general sense, the findings
provided evidence for an assessment of the employee reac
tion to the computer installation at the National Bank of
Vietnam.

Results from the test of Hypothesis 3 revealed

that employee attitude toward change was based on the rela
tionship between the effects of the change and the fulfill
ment of employee n^eds.
Comparison of these results with those found by
Trumbo in a study done in the United States are presented
in Chapter VI.

Interpretations for the findings of this

study and for the results of the comparison are also
offered.

CHAPTER V I

COMPARISON AND INTERPRETATION OF THE RESULTS
The purpose of this chapter is to compare the re
sults of this study with those found by Trumbo in a study
done in the United States.

Although these studies were

conducted in different environments and at different time
periods, their research instruments were similar.
In order to compare the results of the studies, two
methods were used.

First, the chi-square test was used to

test the goodness of fit whenever data were available.
Second, a simple comparison of the results derived from
the test of hypotheses in the two studies was made.
It should be noted that despite the researcher's
effort to provide favorable conditions for the comparison,
some differences exist.

With regard to the time lag be

tween the time of the computer being placed in full opera
tion and the time the research was actually conducted, the
inequalities between the two investigations are signifi84
cant.
Trumbo's research began on the third month after
the computer was in operation, while this study was done
approximately three years later.

®^Trumbo, op. cit., p. 21.
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In terms of the subjects
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selected for the study, the other research includes all
employees and levels of supervision up to the vicepresident and board of directors level.

This investiga

tion focused upon the employees in the IBM and computer
affected departments only.

The conditions existing between

the two studies therefore were not exactly the same.

These

differences, nevertheless, should not be considered great
obstacles for the comparison.
An attempt was made to compare the index of change
between the two studies.

Results from the test of hypothe

ses included in both investigations are then analyzed and
interpretations are also offered.
RESULTS FOR THE COMPARISON OF RESPONSES
TO THE INDEX OF CHANGE
It was hypothesized that due to the cultural differ
ence, responses to the items forming the index of change
would be different among the subjects in the two studies.
To test this hypothesis, the observed frequencies which
consist of responses to the index of change by subjects of
this study were compared with those expected.

To obtain

the expected frequencies, the percentage of responses to
the alternatives of items forming the index of change used
in the other study was multiplied by 226 or the sample
85
size of the present investigation.
A chi-square

®^Trumbo, op. cit., pp. 25-27.
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statistic, which was computed for each item, determines
the goodness of fit.

Results can be seen in Table 19.
Table 19

COMPARISON OF RESPONSES TO THE INDEX OF CHANGE
BETWEEN THE TWO STUDIES*
0

E

c

ro El2
^
-

Items

Alt.

(Observed
Freq.)

(Expected
Freq.)

d.f.

1

A
B
C
D
E

16
192
15
2
1

7
17
99
63
40

1981.40

4

2

A
B
C
D
E

1
11
6
171
37

26
55
60
34
51

663.71

4

3

A
B
C
D
E

9
196
13
2
6

57
59
28
47
35

433.69

4

4

A
B
C
D
E

15
210
0
1
0

25
62
56
47
36

494.31

4

5

A
B
C
D
E

8
168
26
24
0

64
57
36
44
25

302.03

4

6

A
B
C
D
E

1
28
7
162
28

42
55
64
43
22

435.01

4

aAll are significant at .001 level of significance.
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Table 19 (continued)

Items

Alt.

0
(Observed
Freq.)

E
(Expected
Freq.)

7

A
B
C
D
E

5
146
35
40
0

48
56
38
56
26

214.99

4

8

A
B
C
D
E

20
177
0
18
1

20
54
35
60
57

382.44

.4

9

A
B
C
D
E

1
8
122
54
41

47
39
49
35
56

192.75

4

a.f.

It is evident that there is a discrepancy in re
sponses to the items from the subjects of the two studies.
The values of the chi-square statistic computed for each
item indicate that the null hypothesis of no difference in
frequencies among two groups of subjects was rejected at
the .001 level of significance.

The conclusion that the

fit is good for all items cannot be attained.

The dis

crepancy in responses to the items shown above may be at
tributed to the diversity in cultural background of sub
jects in the two studies.
characterized as dynamic;

Americans, in general, are
ft

the Vietnamese are known as

Lee Coleman, "What is American?", The Character of
Americans: A Book of Readings, ed. Michael McGiffert
(Homewood, ill.: The Dorsey Press, 1964), p. 27.
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passive.
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Responses to the index of change may reflect

the effect of one's culture upon his attitude toward
change.
RESULTS FOR THE COMPARISON OF EFFECT OF
CERTAIN VARIABLES IN HYPOTHESIS 1
There are four variables included in Hypothesis 1.
They are job tenure, group cohesiveness, economic need,
and age.

The relationship between these variables and

employee attitude toward change was evaluated.

Results

found in the two studies are compared in the order given
above.
Job Tenure. The common assumption related to this
variable existing in both investigations was that the
longer the job tenure of each employee, the greater the
resistance to change would be.

Results found by Trumbo

showed that there was no significant difference in attitude
toward change among the long and short tenure personnel.

88

This conclusion was also reached in the present study, on
the basis of evidence shown in Chapter V.

Results from

the test of this variable in the two studies can be seen
in Table 20.

®^Mus, op. cit., pp. 103-113.
88

Trumbo, op. cit., p. 100.
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Table 20

COMPARISON OF RESULTS FROM THE TEST
OF JOB TENURE

Variable

£°up

Sample3

N

Change

95

28.59

al

Iai
15 mos. or more

a2

Ia2
15 mos. or less 116

27.73

hi1

Ilbi
132
88 mos. or more

30.64

b2

IIb2
88 mos. or less

sZllttic"

tT
i “ .93

Tenure
tn

LSample I:

94

30.51

Trumbo's study; Sample II:

^Level o£ significance:

= .37

this study.

.05

The "t" values obtained from both studies indicate
that regardless of how long employees have been associated
with the company, their attitude toward change is not sta
tistically significant.

It may also imply that despite

the difference in the culture, the subjects in both studies
seem to have similar reaction to change when effect of job
tenure is taken into account.
Index of Cohesiveness. As mentioned previously,
Trumbo's study includes employees as well as supervisors.
His work-groups, therefore, were classified on the basis
of number of employees reporting to the same supervisor.

105

The present research, however, excluded the supervisory
level.

Employees were dichotomized into subgroups based

on low and high degree of cohesiveness.

Comparison of the

results among group cohesiveness for the two studies,
therefore, is not feasible.

The availability of data,

however, permits a comparison of responses based on the
index of cohesiveness among the subjects of the two studies.
The chi-square test was used to test the goodness of fit.
The procedure is the same as described earlier.

Results

are presented in Table 21.
At the .001 level, the chi-square statistic computed
for each item was highly significant.

It indicates a dif

ference in responses to the index of group cohesiveness
among the subjects of the two studies.

Employees., in the

other study may be characterized as more cohesive, while
those who are included in this study were less cohesive.
A tentative interpretation for this suggestive finding is
that American people are more group oriented; Vietnamese
on the other hand are influenced by the concept of family
loyalty.

The interpretation of the Vietnamese employee

behavior appears to be consistent with the analysis of tra
ditional cultural aspects of the Vietnamese offered in
Chapter III.

For the behavior of Americans, the support

of this explanation comes from Francis L. K. Hsu:
The lack of permanent human relations, the idea of
complete equality among men, the contact principle,
and the need for definite affiliation to achieve
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Table 21

COMPARISON OF RESPONSES TO THE INDEX
OF GROUP COHESIVENESSa
Items

Alt.

0
(Observed
Freq.)

E
(Expected
Freq.)

29

A
B
C
D
E

10
72
79
65
'0

138
53
23
7
5

30

A
B
C
D
E

6
21
80
105
14

4
12
54
114
38

40.7

4

31

A
B
C
D

27
152
19
27

89
117
17
3

246.3

3

32

A
B
C
D

24
155
19
28

57
143
23
3

228

3

33

A
B
C
D

263
153
19
28

83
122
18
3

255

3

d.f.

273

aAll are significant at the .001 level.

4
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sociability, security, and status combine and generate
a situation in which club life is the essence of the
the existence.89
It is interesting to note that by dividing his sub
jects into 21 subgroups, Trumbo found a negative relation
ship between group cohesiveness and attitude toward change.
The results found appear to be consistent with the re
sponses to the questionnaire items that compose the index
of cohesiveness.

Further research in which similar condi

tions for the comparison prevail may provide one with
better evaluation of the effect of group cohesiveness
upon employee attitude toward change between the two
studies.
Age. As the economic need variable was not in
cluded in Trumbo's investigation, a comparison between the
studies was not possible.

The effect of age upon employee

attitude toward change, however, was tested in both studies.
Unfortunately, detailed data were not available in the
other study, therefore, the "table comparison" method was
used.

Results are presented in Table 22.
At the .05 level of significance, the relationship

between age and employee attitude toward change was found
not significant in both studies.
89

A review of Table 22

Francis L. K. Hsu, "American Core Values and
National Character," Psychological Anthropology: Approaches
to Culture and Personality, ed. Francis L. K.Hsu fHomewood,
111.: Dorsey Press, 1&61J, p. 208.
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suggests that the greatest disparity in mean change scores
among the subjects included in the two studies exists for
the age group of 45 and over.

The least difference is in

the age group ranging between 26 and 29.

A re-examination

of the data reveals that the difference in mean change
scores was at a minimum when the difference in the number
between two group sizes was greatest.

Nevertheless, when

the two group sizes were approximately equal, the differ
ence in mean change scores was at a maximum.
A

Table 22
COMPARISON OF THE RESULTS FOR THE TEST
OF THE EFFECT OF AGE

Variable

Age

Age
Group

Mean
N
Sample*
Change
(Ni ,N2) Score
(I,H)
(Mi,M2)

D
Difference
(Mj. - M2)

a
(17-20)

Iai
IIa2

31
0

26.60
0

26.6

b
(21-25)

Ibi

28.98
31.00

-2.02

Hb2

58
53

c
(26-29)

lei
IIc2

28
69

30.57
30.54

.03

d
(30-34)

Id!
IId2

36
32

28.00
30.00

-2.00

e
lei
(35-44) IIe2

34
41

27.62
30.05

2.43

31
30

26.13
31.00

4.64

Test .
Statistic

Fj = 1.41

FII = ,87

f
(45 +)

J*1
IIf >

aSample I:

Trumbo's study; Sample II:

^Level of significance:

.05

this study.
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A tentative explanation may be offered on the basis
of data obtained from the comparison of responses to the
items that make up the index of change.

Table 19 indicates

that generally there was an opposite direction between the
observed and expected responses within each of the items
forming the index of change.

This was because subjects in

the other study seemed to favor the change.

Employees in

this investigation, on the other hand, indicated a reluc
tance in their attitude toward change.

Given these condi

tions, a smaller group of subjects in Trumbo's research
may produce a mean change score as high as that of a larger
group in this study.
Data presented in Table 22 show another interesting
point.

Both the youngest and the oldest employees in the

other research appear to be less ready for change in their
work than the middle age group.

In this study, however,

the youngest group displays an attitude more favorable to
change than that of others.

Trumbo explained his findings

as follows:
The youngest employees are not yet secure in their
roles as members of the work force. At the same time
the greater resistance to change on the part of older
employees could reflect a greater need for security.90
The favorable attitude toward change of the youngest
group in this study may be attributed to a greater

90

Trumbo, op. cit., pp. 97-98.
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liberalism existing among the younger generation of Viet
namese today.^
In summary, despite some dissimilarities in condi
tions existing between the two studies, a comparison of
the findings from the test of certain variables as shown
in Hypothesis 1 is possible.

Results are as follows:

a) Both studies reject the hypothesis of a relation
ship between job tenure and the acceptance of change.
b) Responses to the index of change and index of
cohesiveness by subjects included in both studies are in
the opposite direction.
c) The hypothesis of a relationship between age
group and the acceptance of change was rejected.
RESULTS FOR THE COMPARISON OF EFFECTS
OF CERTAIN VARIABLES IN HYPOTHESIS 2
The variables tested in the other study which can
be used to compare with those in Hypothesis 2 of this re
search include education, training, and the sex of em
ployees .
Education. With regard to this variable, both re
searchers predicted a positive relationship between em
ployee education level and acceptance of change.
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Findings

Frequent contacts with foreigners in recent years
may change the traditional attitude of the young people as
discussed in Chapter III.

Ill

from both studies support the hypothesis.

Table 23 pre

sents the results.
Table 23
COMPARISON OF MEAN CHANGE SCORES OF EMPLOYEES
AT FOUR LEVELS OF FORMAL EDUCATION*1

Variable

Group

a
Less than
high school
b
High school

Mean
Change
Sample*5 N
(I,II) (Ni ,N2) Score
(Mr M2)
Iai

17

26.8

IIa2

50

30.7

Ibi

126

27.0

IIb2

105

31.0

^1

57

27.7

IIc2

38

29,3

Idi

23

33.8

IId2

32

30.4

Test
Statistic

FI = 6,94

Education
c
Some college
d
College
graduate

F tj = 5.03

The "D" column, which refers to the difference be
tween the Mean Change Scores (M^ - M 2), was omitted due to
the fact that no relevant information could be derived
from it.
Sample I:

Trumbofs study; Sample II:

cLevel of significance:

this study.

.01

A review of Table 23 reveals an inconsistency among
the mean change scores of four education level groups in
this study.

On the basis of data presented in Table 22,

Figure 4 describes the directions of difference in mean
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change scores among four groups classified in the two
studies.
(t)

i
26 -------- 1______
Less than
high school high school
17
126
-!b

N2c

50

------ 1

Some
college
57

i
College
graduate
23

38

32

—

105

Mean Change Score

-

M1

26.8

27.0

27.7

33.8

m2

30.7

31.0

29.3

30.4

Figure 4
COMPARISON OF MEAN CHANGE SCORES OF EMPLOYEES
AT FOUR LEVELS OF EDUCATION IN TWO STUDIES*
aLine "t" describes the direction of mean change
scores from Trumbo's study. Line "c" describes the direc
tion of mean change scores from this study.
^Indicates group size from Trumbo's study.
cIndicates group size from this study.
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It is clear that the direction of the mean change
scores in the other study was consistent.

Line "t" indi

cates a moderate increase in the direction of mean change
scores associated with education levels in the other study.
Line "c", however, suggests a more complicated situation
for the analysis of results.

It may be noted that there

was a great gap in mean change scores among the subjects
who reported having a high school diploma or not having
one, and those who obtained some college education or
finished college.

Among the first category, employees

completing a high school education have a mean change score
higher than those who did not.

Among the second, the mean

change score associated with "college graduate" group was
higher than that of "some college."

The relatively high

mean change scores found among the "less than college"
category may be explained as the reaction of employees at
the lower social class associated with their education
level.

They favored change in hope that their financial

need as well as their status aspiration somehow could be
improved.
A lower mean change score among the "college" cate
gory may be tentatively interpreted as the reaction of
"established" employees who fear that change might alter
their status quo.

This interpretation could become more

meaningful if the assumption of a social barrier between
the two categories of education level can be supported.
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In reality, social classes based on education still exist
in Vietnam.

People of lower education still look up to

the well educated with respect and admiration.
mingle together in social functions.

They seldom

This situation may be

used to interpret the extreme reaction existing among "high
school" and "some college" groups.

On the basis of this

reasoning, the upward trend of mean change scores among
groups in each category may be understood.

Regardless of

the difference in mean change scores between two cate
gories, higher level of education group may feel more
secure and have a more favorable attitude toward change
than lower group in the same category.
Training. A common hypothesis related to the train
ing variable in both studies was that employees with train
ing were more ready to accept the change than those with
out it.

Results from the other study showed that the

prediction was correct.

Findings from this investigation,

however, did not strongly support this contention.

Results

from both studies are presented in Table 24.
Data presented in Table 23 show a clear significance
in the difference between the training and no training
group in Trumbo's study.

Data also indicate an increasing

trend in mean change scores among two groups specified in
this study, however, the difference between these means
was not significant.
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Table 24

COMPARISON OF MEAN CHANGE SCORES OF EMPLOYEES
WITH TRAINING AND THOSE WITHOUT

(a,bj

Sample
(I,II)

a

Iax

22

31.04

training

IIa2

46

30-°7

Ibx

208

27.58

IIb2

180

2 9 '98

Variable

N
(Ni N2)

Mean
Change
Test
.
Score
Statistic0
(Mi M2) _________
tj = 4.04

Training
b
£a?n?ng

tjj = 1.82

aSample I: Trumbo's study; Sample II: this study.
^Level of significance:

.05

It should be pointed out that the term "training"
used in both studies was general and unrelated to any tech-,
nical aspect.

One may speculate about the difference be

tween the mean change scores of those employees who have a
technical training such as computer programming, computer
operator, and others, and those who undertook non-technical
training.

Further study on this may provide a better

answer.
Sex.

It was predicted by both researchers that

there was a relationship between sex of employee and his/her
attitude toward change.
supported the prediction.

Data derived from Trumbo's study
This investigation, however, did

not confirm the existence of such a relationship.

Results
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from both studies can be seen in Table 25.
Table 25
COMPARISON OF MEAN CHANGE SCORES OF MALE AND FEMALE
EMPLOYEES IN BOTH STUDIES

Variable

Group
(a,b)

a
male

N
(Ni N2)

Mean
Change
Score
(MX M2)

47

31.40

IIa2

111

30.27

Ibi

185

27.10

IIb2

115

30.88

Samplea
(I,II)

Iai

Test
,
Statistic

tj « 3.98

Sex
b
female

aSample I:

Trumbo's study; Sample II:

^Level of significance:

tjj =-1.80

this study.

.05

It should be mentioned that results from Trumbo's
study as shown in Table 25 agreed with the findings from
previous studies on the role of social groupings upon the
attitude of female employees in regard to change.
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It has

been said that female employees are more resistant to
change than male counterparts.

If true, this attitude may

be attributed to the fact that the sentimental link be
tween females and their peers in the work group is stronger
than that of men.

On the other hand, the present study

suggests a slight increase in mean change score among the

92

Herzberg and others, op. cit., p. 21.
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group of female employees.

Although the difference in

means between male and female groups was not significant,
the results merit a tentative interpretation based on the
’’concept of authority" associated with each group of em
ployees.

It may be speculated that because Vietnamese

women are more submissive than men they may be more ready
93
to accept the change.
A further study on the relation
ship between sex and concept of authority may be needed.
In summary, the comparison of findings from the test
of certain variables between two studies, as described in
Hypothesis 2, provides the following results:
a) With regard to the education variable, Trumbo
found a positive relationship between employee years of
education and degree of readiness for change.

Data derived

from this study also provide evidence for such a relation
ship, but the direction was not consistent with Trumbo's.
b) Findings from the other study strongly supported
the hypothesis of a relationship-between employee training
and acceptance of change.

Results from this research,

however, indicate that such a relationship did not clearly
exist.
c) A significant effect of sex upon attitude toward
change was found in Trumbo's study.

This investigation,

however, could not support that contention.
The effect of change upon specific aspect of the
93

See Role of the Vietnamese Women, Chapter III.
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job and attitude toward change found in the two studies
are compared in the next section.
RESULTS FOR THE COMPARISON OF FINDINGS FROM THE
TEST OF CERTAIN VARIABLES INCLUDED IN BOTH
STUDIES AS SPECIFIED BY HYPOTHESIS 3
Hypothesis 3 of this research predicted a relation
ship between employee reaction to change and the effect of
change upon the fulfillment of needs.

The three comparable

effects of change upon one’s job that existed between the
two studies include employee aspirations for promotion or
status, responsibility, and variety.
Although data are available in the other study, a
test of the goodness of fit was not needed because it would
not provide any meaningful explanation.

The ’’table com

parison” method used previously therefore was applied.
Effect upon Promotion or Status Need. There was a
common hypothesis for both studies in regard to the promo
tion or status need of the employees.

It was predicted

that the more the employees aspire for promotion, the more
they are willing to accept the change.

Results from both

studies can be seen in Table 26.
It is evident in both studies that there was a sig
nificant difference in mean change scores between the
groups of employees who responded that their change for
promotion was improved.

Those who reported they "like very

much” have a mean change score higher than those who said
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’’like" or "dislike."

Results from both studies also indi

cated that the direction of mean change scores was consis
tent.

It should be noted that no subject in this study re

ported "dislike" when promotion opportunity was improved.
The finding seems to be consistent with the character of
the traditional Vietnamese discussed in Chapter III.

Al

though the Vietnamese people are described as latent or
immobile, they are very much status oriented.

The high

mean change score associated with the group who reported
they liked the increase in their promotion opportunity is
understandable.

Results from both studies suggest that

when the effect of change corresponded to one's need for
status or advancement, then change was easy to accept,
regardless of the cultural background a person may have.
Table 26
COMPARISON OF FINDINGS FROM THE TEST OF EFFECT
OF CHANGE UPON THE NEED FOR PROMOTION

Dfi?T,on<;p
Response

______ Increase_________ No Change or Decrease
T•v,
nn
Like
Like "Don’t
QrCare Like
LiRe§
Don’t Dislike
DisUke§
Very Much
Dislike Very Much Care Very Much

Ni

32

37

4

40

34

59

n2

51

10

0

24

126

11

25

26.60

25

29.70

0

32.18

30.44

N
M
Mean
Change
Scores

Mi

31.30

29

m2

29.66

26.10

Test
Statistica

Fi = 1.99

t2 = 4.62

aLevel of significance:

.05

Fi - 6.56

33

F2 = 18.85
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With regard to those employees who reported that
their promotion opportunity decreased or did not change,
both studies found a higher mean change score associated
with the "dislike” group.

The directions of mean change

scores in these studies, however, were inconsistent.

In

Trumbo’s research, the inconsistency existed between the
means of the "like” and "don't care" subgroups.

In this

investigation, the inconsistency existed between the means
of the "like" and "don't care" subgroups.

In this inves

tigation, the inconsistency was between the two subgroups
of "like" and "dislike."

The "t" tests made for the

various pairs of means indicate that in the other study
the difference between the "like" group and the other two
was significant, but the difference between the "like" and
94
"don't care" groups was not.
On the contrary, the "t" test made for this study
shows that there was a significant difference between the
pair "dislike" versus "don't care" subgroups and "like"
versus "don't care."

However, no significant difference

was found between "like" and "dislike" subgroups.

The in

consistency of the direction of means existing in both
studies suggests an evaluation of the meaning of responses
to the index of change.
It should be recalled that scores obtained from the
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Trumbo, bp. cit., pp. 56-57.
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responses among the two groups of employees to the index
of change indicated that subjects in the other study were
much more ready to accept change than those in this re
search.

As a result, those employees, who disliked the

•'no change" as classified in Trumbo's study, have a higher
mean change score than those who liked.

On the other hand,

subjects in this study were much less ready for change.
The status oriented character attributed to the Vietnamese
may be used to interpret this attitude.

A change which

can provide employees with more promotion opportunity is
more easily accepted.

Consequently, those employees who

disliked the "no change," had a mean change score as high
as those who liked.
Effect upon Responsibility or Achievement Need. A
common prediction was made in both studies with regard to
the responsibility variable.

It was stated that if a

specific change could result in increasing the amount of
responsibility needed by employees, then change would be
accepted more easily.
ported the prediction.

Findings from both studies sup
Data derived from the tests con

ducted by both researchers are presented in Table 27.
Data from Table 27 show that among those employees
who reported an increase in the degree of responsibility
in their jobs, those who said they liked very much the
change in their job responsibility had the highest score
on the mean change scale.

The direction of mean change

122

scores in both studies was consistent.

The "don't care"

or "dislike" group had the lowest mean change score; the
"like" group had a moderate, and the "like very much" group
had the highest score of all.

The results permit one to

conclude that despite the difference in culture, employees
in the two studies tended to accept a specific change if
its effect could satisfy their needs.
Table 27
COMPARISON OF FINDINGS FROM THE TEST OF THE EFFECT
OF CHANGE UPON RESPONSIBILITY NEED
Increase________ No Change or Decrease
Don't Care Like $
§
Response
Like
Don't Dislike
or
Like
Dislike
Like
Very Much
Dislike Very Much Care Very Much
Ni

26

53

7

62

38

20

n2

7

110

4

94

5

6

Mi

32

28.90

21.90

25.90

28.80

31.80

32.80 29.00

28.00

31.50

30.80

33.40

N
M
Mean
Change
Scores

m2

Test
Statistica

Fx = 6.:29

F2 = 5.77

aLevel of significance:

Fi = 7. 18

F2 = 2.84

.05

With regard to those employees who indicated that
responsibility in their job did not increase or decrease,
the results of the two studies were not the same.

There

was a significant difference in mean change scores between
the subgroups included in the other study.

The difference
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in mean change scores of the subgroups in this investiga
tion, however, was not statistically significant.

The re

sults found seem to be consistent with the general attitude
of traditional Vietnamese (partly indicated by subjects’
responses to the index of change). They had an unfavorable
attitude toward change regardless of how they answered the
question.
Effect Upon Job Variety. With regard to the variety
aspect of the job, the following assumptions persisted in
both studies.

When the result of a specific change was an

increase in the degree of job variety needed by employees,
those who said they liked change had more favorable atti
tudes toward change than those who said they disliked.

On

the other hand, when results of change was a decrease in
the job variety, those who said they disliked the "no
change" would have more favorable attitudes toward change
than those who said they liked or did not care.
from the test of these hypotheses conducted by

Results
both re

searchers can be seen in Table 28.
A review of Table 28 suggests that the null hypothe
sis of no difference in mean change scores among the sub
groups within the two major classifications was accepted
by both studies.

However, the employees' attitudes toward

change as shown by mean change scores found by

both re

searchers in the "increase" category were in the predicted
direction.

The difference in means between two extreme
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subgroups was significant in the other research, but in
significant in the present study.
Table 28
COMPARISON OF FINDINGS FROM THE TEST OF THE EFFECT
OF CHANGE UPON THE NEED FOR VARIETY
Increase
Response

N
M
Mean
Change
Scores

Like
Very Much Like

No Change or Decrease
Like 8 Indifferent
Like
or
1Dislike
Dislike
Very Much Don't Care

N1

29

61

10

53

32

26

N2

7

5

79

6

125

4

m2

30.80

29.00

25.40

27.20

27.30

30

m2

32.00

30.60

30.20

32.00

30.50

32.30

II

Statistica

Fx = 2.40
F2 = 1.81

»

I

ti = 2.39

t2 = 1.52

aLevel of significance:

HI

Fx = 2.39
F2 = 1.91

M

tx = 2.01
t2 = .44

.05

With regard to the "no change" or "decrease" clas
sification, the difference in means among two extreme sub
groups in the other study was also significant, but again
the difference was not significant in this investigation.
Reactions of employees to these situations as presented in
both studies deserve an interpretation.
It should be recalled that when responses to the
index of change were compared, subjects from the study
done in the United States showed a more favorable attitude
toward change than their Vietnamese counterparts.
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Difference in reactions of employees to the job variety
existing in both studies seemed to be consistent with em
ployees' attitudes shown in the responses to the index of
change.

It has been said that Americans are characterized
95
as mobile people
while Vietnamese are attached to the
ancestor's land.

In general, mobile people who tend to

look forward to the future, stress the acceptance of
change.

People who cherish the past want to keep their

status quo.
In view of the findings from the comparison between
two studies on the test of variables included in Hypothe
sis 3, the following results were found:
a) When the result of change was an increase in
employees' promotion opportunities, their attitude toward
change was favorable.

On the other hand, when change did

not provide opportunity for promotion or decreased the
chance for advancement, employees were more resistant to
it.

In both studies, reactions of employees to these

situations were similar, regardless of their cultural
background.
b) With regard to the increase in job responsibili
ties as a result of change, those employees who said they
liked the change very much showed a more favorable attitude
95

George W. Pierson, "The M-Factor in American His
tory," The Character of Americans, ed. Michael McGiffert
(Homewood, 111.: borsey Press, 1964), pp. 118-130.
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toward change than those who said they liked or did not
care.

On the contrary, when result of change was a de

crease, or no-change, in employees' job responsibilities,
they showed a favorable attitude toward the change.

Sub

jects in this study, however, seemed not to favor the
change whether they responded "like" or "dislike."
c)

Employees' reactions to change in the way of

doing their job may reflect the influence of the predomi
nant character associated with the culture in which one
was born and raised.

Thus, subjects in the other study

showed a favorable attitude toward change which increased
the variety in their jobs, while participants of this in
vestigation are more resistant to the change whose effect
was an increase in their job variety.
In light of the results presented in this chapter,
a tentative conclusion may be reached.

It is suggested

that by keeping the limitations previously mentioned in
mind, one may find some similarities in the attitude to
ward change among the subjects of two studies.

The dis

similarities in employees' reactions to change were also
perceived.

These incongruities may be attributed to the

difference in culture between two groups of employees.
In order for one to speak with a degree of surety,
another investigation with parallel conditions may be
needed.

Chapter VII, therefore, proposes the directions

further research may follow.

More conclusions for the

present investigation are also reported.

CHAPTER VII

CONCLUSIONS AND SUGGESTIONS
FOR FUTURE RESEARCH
As indicated in Chapter I, the primary purpose of
this study was twofold.

It was to test the hypotheses of

the effect of technological change upon employees' atti
tudes in a Vietnamese banking institution and to compare
the results of this study with those found by Trumbo in
his research done in the United States.

Findings from the

test of hypotheses included in this investigation were re
ported in Chapter V.

Results from the comparison were pre

sented in Chapter VI.
In this chapter, a summary of the hypotheses exist
ing in both studies, and results found by the two re
searchers is made, and conclusions are drawn.

Recommenda

tions for the application of this study and for future
research are also offered.
SUMMARY OF THE HYPOTHESES
Due to the cultural differences, certain variables
were added to the propositions of this study; nevertheless,
the major hypotheses existing in the two studies were
similar.

They may be restated as follows:
127
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1.

Attitude toward change is related to the degree

of job commitment by the employee;
2.

Attitude toward change is

related to the job

adaptability of the employee; and
3.

Attitude toward change is

related to the em

ployee aspiration for promotion or status, job responsi
bility, and some degree of job variety.
These major hypotheses were tested in
cultural settings.

A summary of the

two different

results is reported in

the following section.
SUMMARY OF THE RESULTS FROM
THE TEST OF HYPOTHESES
On the basis of the data presented in Chapter V and
Chapter VI, results may be summarized as follows:
1.

With regard to Hypothesis 1, certain variables

such as age and job tenure seemed not to affect employee
attitude toward change, regardless of cultural background.
Employee responses expressed as the index of change and
the index of cohesiveness, however, were in the opposite
direction when the two studies were compared.
2.

With regard to Hypothesis 2, the results ob

tained in both studies were not always consistent.

In

terms of employee years of formal education and attitude
toward change, both studies found some degree of relation
ship.

However, the effects of employee sex and training

on attitude toward change were not the same.

In the other
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study, the influence of these variables existed, but in
this study, the same influence was not perceived.
3.

With regard to Hypothesis 3, subjects in both

studies showed a positive attitude toward change whose
effect was an increase in employee chance for promotion
and more job responsibility.

However, an increase in job

variety as a result of the technological change had a dif
ferent effect on the attitude of employees participating
in the two studies.

Trumbo reported a positive relation

ship between job variety and employee attitude toward
change.

This researcher did not find such a relationship

existing among the subjects used for this research.
The selected results reported suggest some tenta
tive conclusions.

They are discussed in the next section.
CONCLUSIONS

It should be noted that findings from this research,
and the results from the comparison, are limited by several
factors.
First, with regard to this study, there was a time
lag between the time in which the computer was installed
and the time in which the research was conducted.

The

attitude of employees toward change, therefore, may not be
entirely interpreted as a result of the technological de
velopment, but of other factors as well.
Second, the disparity between the time at which the
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technological change took place and the time at which re
search was carried out by the two researchers was signifi
cant.

This may not be regarded as an optimum condition

for the comparison.
Finally, the subjects selected for this study did
not include the supervisory level.

The classification of

groups on the basis of employees reporting to the same
supervisor therefore could not be made.

A comparison of

the effect of group cohesiveness upon employee behavior
was not feasible.
Within the parameters set by these limitations, the
results presented in this study do make possible the fol
lowing conclusions.
First, there is some indication for the existence
of the influence of culture upon employee attitude toward
change.

This conclusion is based on the results from the

comparison of the index of change and the index of cohe
siveness by the subjects of the two studies.

The conclu

sion is reinforced by the ^finding that employee attitude
toward an increase in job variety (as a result of the tech
nological change) was not agreeable when the two studies
were compared.

In addition, the incongruity in the rela

tionship between employee sex and attitude toward change
found in the two studies may also be attributed to the
difference in cultures.
Findings from the test of the hypothesis of a
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relationship between employee formal education and accep
tance of change provided evidence for the second conclu
sion.

This conclusion is that there is some degree of

relationship between employee educational level and atti
tude toward change.
The third conclusion is the .existence of a relation
ship between the submissive characteristic associated with
individual employees and their acceptance of change.

The

statistical significant difference in mean change scores
among high and low dogmatism groups in this study supports
the conclusion.
The final conclusion derived from the data reported
in Chapter V and Chapter VI is the employee's favorable
attitude toward change when the result of the change is a
response to his need.

This conclusion is supported by the

fact that when subjects in both studies responded simi
larly to the increase in their chance for promotion and
the increase in their job responsibility, they showed a
favorable attitude toward change.
Although conclusions drawn from the results of this
study are tentative, some possible implications for the
management may be expected.
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IMPLICATIONS FOR MANAGEMENT
With regard to the influence of the culture upon
employee attitudes toward change, an implication may be
made for the management of change in a cross cultural set
ting.

When new ideas or innovative techniques are hastily

introduced, they are expected to be strongly rejected by
people in the traditional society.

On the other hand, if

the predominant needs of people in an organization can be
determined, a change whose effect is a response to these
needs is supposed to be favorably received, regardless of
one's cultural background.
The results of this study also suggest some appli
cation for Vietnamese managers in the management of change.
With regard to age groups, education levels, and the sex
of employees, a manager may use different techniques to
motivate employees to accept the change.

For example, to

the higher education level group and the group of male
employees of older age, an emphasis on the promotion oppor
tunity and more job responsibility (as a result of change)
may be helpful in reducing their unfavorable attitudes.
However, to the younger group, lower educated people, and
female employees, an explanation of the benefit of change
may be enough to incite them to accept the change.
More implications may be made if certain limitations
previously mentioned could be overcome.

Under the circum

stances of this study, however, it was not possible.

Some
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directions leading to further research, therefore, are
proposed.
RECOMMENDATIONS FOR FURTHER RESEARCH
As a by-product of the results obtained from this
study, an additional test of the relationship between the
concept of authority and age groups, education level
groups, and Kale and female groups are suggested.

Results

of the test may reinforce the findings of the existence of
the relationship between high dogmatism group and the
acceptance of change.
On the other hand, the limitations discussed in
this study also provide some direction for further research.
First, by including the supervisory level among the
subjects of this study, the hypothesis of the relationship
between group cohesiveness (based on the number of em
ployees reporting to the same supervisor), and the em
ployee's acceptance of change may be evaluated and compared.
The difference in the effect of group cohesiveness upon
employee attitude toward change in the two studies may be
correctly assessed.
t

With regard to the incongruity between the time of
the computer installation and the time of the research
conducted in two studies, a similar research with the
parallel of time is recommended.

Findings from such a

research may provide more meaningful data for the
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comparison.
On the other hand, specific aspects of training such
as computer programming, computer operating, keypunching,
and the like, should be included in the research instrument
along with other non-technical aspects.

Data obtained may

allow one to assess the difference in attitude toward
technological change between training and no-training
groups more accurately.
Finally, it should be noted that this study dealt
mainly with the employee's behavior in a Vietnamese bank
ing institution.

Since human behavior or attitude is bound

to change, similar research conducted in other organiza
tions on a recurrent basis is proposed.

Results may be

used to strengthen the findings of this research.

Tenta

tive conclusions previously presented then may be justified.
Applications for management therefore will be generalized
to some extent.
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APPENDIX A

THE RESEARCH INSTRUMENT

BIOGRAPHICAL DATA SHEET

1. Age_____
2. Sex:

M____

F___

3. Education:
Years in high school___
Years in university___
Degree________________
Training:

Yes____

No____

4. Marital status (single or married, other status; please
specify):
5. Number of children___
6. Length of service:
Worked in this department from:
7. Monthly salary:

month___ year____

VN$________ /month

8. Monthly income of your family (this income includes your
salary and your wife's salary if she also works)
VN$________ /month
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There are no right or wrong answers to the following
questions. All of these questions have to do with your
attitude and opinions. Go through thesequestions quickly.
Choose the one answer thatcomes closest to the way you feel.
Place a check mark (/) in the space in front of your choice.
Please try to answer everyquestion.
1. The job that you consider ideal for you would be one where
the way you do your work:
A. Is always the same
B. Changes very little
C. Changes somewhat
D. Changes quite a bit
E. Changes a great deal
2. If I could do as I please, I would change the kind of
work I do every few months.
A. I strongly agree
B. I agree alittle
C. I neither agree nor disagree
D. I disagree a little
E. I strongly disagree
3. One can never feel at ease on a job where the ways of
doing things are
always being changed.
A. I strongly agree
B. I agree alittle
C. I neitheragree nor disagree
D. I disagree a little
E. I strongly disagree
4. The trouble with
most jobs is that you just getused
to
doing things in one way, then they
wantyou
todothem
differently.
A. I strongly agree
B. I agree a little
C. I neither agree nor disagree
D. I disagree a little
E. I strongly disagree
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5. I would prefer to stay with a job I know I can handle
than to change to one where most things would be new
to me.
A. I strongly agree
B . I agree a little
C. I neither agree nor disagree
D. I disagree a little
E. I strongly disagree
6. The trouble with many people is that when theyfind a
job they can do well they don't stick with it.
A. I strongly agree
B. I agree a little
C. I neither agree nor disagree
D. I disagree a little
E. I strongly disagree
7. I like a job where I know that I will be doing mywork
about the same way from one week to the next.
A. I strongly agree
B. I agree a little
C. I neither agree nor disagree
D. I disagree a little
E. I strongly disagree
8. When I get used to doing things in one wayit is dis
turbing to have to change to a new method.
A. I strongly agree
B. I agree a little
C. I neither agree nor disagree
D. I disagree a little.
E. I strongly disagree
«
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9. It would take a sizable raise in pay to get me to volun
tarily transfer to another job.
A. I strongly agree
B. I agree a little
C. I neither agree nor disagree
D. I disagree a little
E. I strongly disagree
As you probably know, a large machine for computing data
(IBM 360/20 computer) was installed in the National Bank
within the past several years. The following questions are
about the effects of this computer in general and on your
job as you see them.
10. What effect did the change-over to
your job?
A. I was promoted
B. I was transferred
C. I kept the same job,but the
changed
D. I kept the same job, but the
changed
E. I kept the same job, but the
changed
F. I kept the same job, and the

the computer have on

work was greatly
work was noticeably
work was only slightly
work was not changed

11. How did you feel about this?
A. I dislike
itverymuch
B. I dislike
it
C. It made no difference to me
D. I like it
E . I like it verymuch
Notice:
In the next part, you will find a number of state
ments about your job. Read each statement, then place a
check mark (/) in one of the spaces under question A to
indicate how this aspect of your job has changed in the past
several years. Check "no change" if you feel none has
occurred. Then check a space under question B to indicate
how you feel about whether or not this aspect of your job
has changed.
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dislike
a lot

dislike

don’t like

like

QU E S T I O N B
How do you feel
about this change or
lack of change in
your job?
like a lot

less
change
much less
change

no change

change

Since the introduction of the
computer into the Bank:

QUESTION A
How has this aspect
of your job changed
due to the instal
lation of the
computer?
much
change

Answer questions A
and B for e ach of
these statements:

12. My chance for promotion to
a better job
13. The amount of responsi
bility demanded by this job

'

14. The amount of variety in
my work

15. It is only natural that a person would have much better
acquaintance with ideas he believes in than with ideas
he opposes.
A. I disagree very much
B. I disagree on the whole
C. I disagree a little
D. I agree a little
E. I agree on the whole
F. I agree very much
16. In this complicated world of ours, the only way we can
know what is going on is to rely on leaders or experts
who can be trusted.
A. I disagree very much
B. I disagree on the whole
C. I disagree a little
D. I agree a little
E. I agree on the whole
F. I agree very much
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17. The present is all too often full of unhappiness.
is only the; future that counts.
A. I agree very much
B. I agree on the whole
C. I agree a little
D. I disagree a little
E. I disagree on the whole
F. I disagree very much
18. It is
cause
A.
B.
C.
D.
E.
F.

It

only when a person devotes himself to an ideal or
that life becomes meaningful.
I agree very much
I agree on the whole
I agree a little
I disagree a little
I disagree on the whole
I disagree very much

19. There are two kinds of people in the world: those who
are for the truth and those who are against the truth.
A. I disagree very much
B. I disagree on the whole
C. I disagree a little
D. I agree a little
E. I agree on the whole
F. I agree very much
20. Man on his own is a helpless and miserable creature.
A . I disagree very much
B. I disagree on the whole
C. I disagree a little
D. I agree a little
E.'I agree on the whole
F. I agree very much
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21. It is only natural for a person to be rather fearful of
the future.
A. I agree very much
B. I agree on the whole
C. I agree a little
D. I disagree a little
E. I disagree on the whole
F. I disagree very much
22. It is
A.
B.
C.
D.
E.
F.

better to be a dead hero than a live coward.
I agree very much
I agree on the whole
I agree a little
I disagree a little
I disagree on the whole
I disagree very much

23. The main thing in life is for a person to want to do
something important.
A. I agree very much
B. I agree on the whole
C. I agree a little
D. I disagree a little
E. I disagree on the whole
F. I disagree very much
24. If something grows up over a long time, there will
always be much wisdom in it.
A. I agree very much
B. I agree on the whole
C. I agree a little
D. I disagree a little
E. I disagree on the whole
F. I disagree very much
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25. Young people would be a lot better off if they all
received strict discipline from their parents.
A. I agree very much
B. I agree on the whole
C. I agree a little
_D. I disagree a little
E. I disagree on the whole
F. I disagree very much
26. A well-ordered way of life with regular hours and an
established routine is the best way for my kind of
temperament.
A. I agree very much
B. I agree on the whole
C. I agree a little
D. I disagree a little
E. I disagree on the whole
F. I disagree very much
27. It bothers me when something unexpected interrupts my
daily routine.
A. I agree very much
B. I agree on the whole
C. I agree a little
D. I disagree a little
E. I disagree on the whole
F. I disagree very much
28. Bosses should say just what is to be done and exactly
how to do it if they expect us to do a good job.
A. I agree very much
B. I agree on the whole
C. I agree a little
D. I disagree a little
E. I disagree on the whole
F. I disagree very much
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In most companies people work together in groups of 5 to 10
persons whose work is related. The following questions are
about the group of people with whom you work.
29. Do you feel that you are really a part of your work group?
A. I am really a part of my work group
B. Iam included in most ways
C. Iam included in some ways, but not in others
D. I don’t feel I really belong
E. I don't work with any one group of people
30. If you had a chance to do the same kind of work for the
same pay in another work group, how would you feel about
moving?
A. I would want very much to move
B. I would rather move than stay where I am
C. It would make no difference to me
D. I would rather stay where I am than move
E. Iwould want very much to stay where I am
F. Idon't work with any one group of people
How does your work group compare with other groups in the
National Bank on each of the following points:
31. The way members get along together:
A. Better than most
B. About the same as most
C. Not as well as most.
D. Idon't work with any one group of people
32. The way members stick together:
A. Better than most
B. About the same as most
C. Not as well as most
D. Idon't work with any one group of people
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33. The way members help each other:
_A. Better than most
JB. About the same as most
___C. Not as well as most
D. I don't work with any one group of people
The following questions deal with economic situations;
please answer by placing a check mark (/) in front of
"Yes" or "No".
34. Areyou the main wage earner
Yes______ ___ No
35.

in your household?

Could yourhouseholdliveadequately
working?
Yes______ ___ No

if you were not

36. Do you think the job situation at the present time is
very tight?
Yes
No

APPENDIX B

RESULTS OF THE INTERCORRELATION TEST
FOR THE INDEX OF COHESIVENESSa

Item

30

31

32

33

29

.18

.28

.25

.26

.29

.30

.30

.97

.98

30
31
32

.99

aSee Appendix A for items forming the Index of
Cohesiveness.
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APPENDIX C

RESULTS OF THE INTERCORRELATION TEST
FOR THE INDEX OF ECONOMIC NEEDa
j

Item

39

40

38

.23

.18

39

.19

aSee Appendix A for items forming the Index of
Economic Need.
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